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Profile
Abstract
This research presents a profile of the educational
qualifications, experiences, knowledge, attributes, and skills that are
most desired in new adult education professionals in Kentucky.
Research relating to the professionalization of adult education in
America is examined. The recent efforts of the Kentucky Department
of Adult Education and Literacy to professionalize adult education in
Kentucky are summarized. A random look at what credentialing is
currently required of adult educators around the United States is
investigated.
Current job descriptions were collected from Kentucky Adult
Learning Center Grant recipients. The items listed on the job
descriptions were analyzed to discover what employers are looking for
in new employees. The data uncovered six themes: "Educational
Requirements", "Experiences", "Knowledge", "Personal Attributes",
"Professional Attributes", and "Skills". The descriptors in each of
these themes were sorted into various categories.
The results provide a profile of the new professional in adult
education in Kentucky. It is concluded that this individual would
need good communication skills, with an emphasis placed on oral
communication and writing skills, particularly technical writing (e.g.
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reports). The new employee needs knowledge of educational
materials, methods, and theory. Good interpersonal skills are
necessary, as is knowledge of the rules, policies and requirements
pertinent to the new employee's work assignment. The
recommendations are made for standardization of job titles and job
descriptions in Kentucky, and the creation of an Adult Education
Credential. A core curriculum that reflects the profile of the new
employee that is documented by this research should be created to
accompany the credentialing.
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CHAPTER I
INTRODUCTION
The United States Secretary of Education is directed by the
Adult and Family Literacy Act of 1998 in Subtitle A, Chapter 1,
section 211 to allot funds for grants to eligible state agencies for adult
education and literacy activities. The Kentucky Department of Adult
Education and Literacy (DAEL) is the agency in Kentuc_ky that carries
out the activities described in this subtitle. Each grant recipient
establishes a center that is independent of all the others in the state.
Many different agencies in Kentucky apply for and receive these
grants. However, each Kentucky county is limited to only one Adult
Learning Center grant.
The Adult Learning Center in Morehead is funded through a
grant received by Morehead State University. After speaking with
employees of this Adult Learning Center and employees of DAEL, it
was discovered there are no generic job titles, nor consistent job
descriptions for professional positions in the Adult Learning Centers.
Each grant recipient develops positions independently. For example,
a local school district, a technical college or a community college may
use the same job description for the adult learning center instructor
and the classroom teacher. While other centers that are not affiliated
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with schools, may develop a job description that meets a need specific
to that particular agency.
Purpose Statement
..

The purpose of this study is to describe-the qualities,
experiences, and educational requirements practicing adult educators
look for in beginning adult educators.
Research Question
The following research question guided this study. What are

the qualities, experiences, and educational requirements
practicing adult educators look for in beginning adult educators?
In order to address this question, I tried to contact 90 employers of
new adult educators, and I evaluated 69 job descriptions.
Justification
Credentialing requirements in the profession of adult education
vary significantly in America and are currently an issue of national
concern. There has been much time, energy, and money spent on
this issue in Kentucky. If an agency were to offer credentialing, it
would only be valuable to the beginning professional if it reflected
those things employers are currently looking for when hiring new
employees. Employers, on the other hand, would only value the
credential, if it were obvious that the credentialed individual
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possessed the skills and knowledge they are looking for. Job
descriptions reflect the characteristics employers are, in reality,
looking for in job applicants. A profile of new professional employees
in adult education is reflected by current job descriptions for these
positions. Since Adult Learning Centers in Kentucky are
independently run by grant recipients, the characteristics sought in
new employees vary with each program. It is anticipated that this
study will develop a profile of new professional employees in the Adult
Education Learning Centers of Kentucky. This profile could, by its
nature, also serve as a profile of a credential for adult education in
Kentucky.
The characteristics listed on job descriptions are the qualities
employers currently consider important attributes of beginning
professionals. This research will provide a baseline profile of
beginning adult professionals. If change occurs in Kentucky in the
form of credentialing of adult education professionals, a core
curriculum will be established. Before a core curriculum and
credentialing are established, it is important to have data that reflects
what is actually occurring. ~~fore change can occur, it must be first
determined what is currently happening. Without a baseline, it is not
possible to observe change. This study will determine a current
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profile of the desired attributes of new professionals in adult
education in Kentucky that is a baseline. Change can then be
observed and documented.
The Kentucky Department of Adult Education and Literacy has
been given the responsibility of developing professional credentials for
instructors (Senate Bill No. 195 of 1994). One way to do that is to
look at a profile of current job descriptions. This would provide a
picture of what grant recipients prefer in a credentialed employee.
Since DAEL has the responsibility for developing credentials, this
information could contribute to the knowledge base necessary in
forming a core curriculum for credentialing.
Each grant recipient currently develops job descriptions for
professional employees independent of other agencies. An analysis of
job descriptions could be of benefit to anyone in the process of writing
or revising job descriptions for professionals in adult education. The
results of this study document what is expected of professionals in
the adult learning centers of Kentucky.
Institutions of higher education could benefit from a profile of
new professionals in adult education. Since institutions of higher
education are preparing students to apply for positions in this field,
the qualities that are being sought in new employees should be an
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important consideration in curriculum development. This information
could contribute directly to the creation of appropriate curriculum for
professionals seeking degrees that lead to employment in adult
education.
Since there currently is no credential for professional adult
educators in Kentucky, those who are beginning a career or seeking
employment in adult education would find the results of this study
beneficial. They would be better prepared for the positions for which
they are applying if they have awareness of a profile of new adult
education professionals. New professionals could anticipate what is
expected of them as they enter this career. They could direct their
education to encompass the skills and knowledge employers are
seeking.
The results of this research will be a testimony to the
consistency or discrepancy in the current job descriptions. It will
provide information for institutions of higher education, the
Department of Adult Education,and Literacy, adult education grant
recipients, and new professionals in adult education.
Definition of Terms
The following definitions will be consistently used throughout
this report.
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Administrator: an individual who is hired by a grant recipient
and supervises instructors of adult students. This person may or
may not have teaching responsibilities.

Adult Education: I choose to use the definition for adult
education from The Adult and Family Literacy Act of 1998.
The term "adult education" means services or instruction below
the postsecondary level for individuals(A) who have attained 16 years of age;
(B) Who are not enrolled or required to be enrolled in

secondary school under state law; and
(C) Who-

(i)

lack sufficient mastery of basic educational
skills to enable the individuals to function
effectively in society;

(ii)

do not have a secondary school diploma or its
recognized equivalent, and have not achieved an
equivalent level of education; or

(iii)

are unable to speak, read, or write the English
language. (Adult Education and Family Literacy
Act of 1998, Title II, SEC.203).
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Adult Learning Center: a center established by a recipient of a
grant from the Kentucky Department of Adult Education and Literacy
for the fiscal year 2000.

Contact Person: The person who is listed by DAEL as the
contact person for the fiscal year 2000.

Descriptor: any single word, phrase, or sentence listed on a job
description that would indicate something the employer would prefer
or require of an applicant.

Grant Recipient: An agency that applied for and received a
grant from the Kentucky Department of Adult Education and Literacy
to fund an Adult Leaming Center in Kentucky in fiscal year 2000. In
the Family Literacy Act of 1998, the Grant Recipient in this study is
referred to as the "eligible provider." According to the Adult Education
and Family Literacy Act,
The term "eligible provider" means(A) a local educational agency;
(B) a community-based organization of demonstrated
effectiveness;
(C) a volunteer literacy organization of demonstrated
effectiveness;
(D) an institution of higher education
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(E) a public or private nonprofit agency;
(F) a library;
(G) a public housing authority
(H) a nonprofit institution that is not described in any of the
subparagraphs (A) through (G) and has the ability to provide
literacy services to adults and families; and
(I) a consortium of the agencies, organizations, institutions,
libraries, or authorities described in any of subparagraphs
(A) through (HJ.
(Adult and Family Literacy Act of 1998, Title II, SEC. 203).

Grantor: The Kentucky Department of Adult Education and
Literacy (DAEL). The "grantor" is referred to as the "eligible agency" in
the Adult and Family Literacy Act of 1998. The law states
The term "eligible agency" means the sole entity or agency in a
state or an outlying area responsible for administering or
supervising policy for adult education and literacy in the State
or outlying area, respectively, consistent with the law of the
State or outlying area, respectively (Adult and Family Literacy
Act of 1998, Title II, SEC. 203).

Instructor: an individual who is hired by a grant recipient, paid
a salary, and expected to teach adult students.
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Institution of Higher Education: The definition I chose to use
in this report for an institution of higher education is found in the
Higher Education Amendments of 1998.
The term "institution of higher education" means an
educational institution in any State that"( I) admits as regular students only persons having a certificate
of graduation from a school providing secondary education, or
the recognized equivalent of such a certificate;
"(2) is legally authorized within such State to provide a program
of education beyond secondary education;
"(3) provides an educational program for which the institutions
awards a bachelor's degree or provides not less than a 2-year
program that is acceptable for full credit toward such a degree.
"(4) is a public or other nonprofit institution; and
"(5) is accredited by a nationally recognized accrediting agency
or association, or if not so accredited, is an institution that has
been granted preaccreditation status by such an agency or
association that has been recognized by the Secretary for the
granting of preaccreditation status, and the Secretary has
determined that there is satisfactory assurance that the
institution will meet the accreditation standards of such an
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agency or association within a reasonable time (Higher
Education Amendments of 1998, Title I, Part A, SEC. 101)

Job Description: A document that was sent to the researcher
by a grant recipient which provides a profile of new professionals
adult education.

Professional: The definition of a professional in this study is
derived from the definition of a profession, "a calling requiring
specialized knowledge and often long and intensive academic
preparation" (Webster's Ninth New Collegiate Dictionary. 1984, p.
939). In this research, a professional is a teacher, an administrator, a
coordinator, or a counselor.
Limitations of The Study
This is a study limited to job descriptions or other documents
that describe the qualities, experiences, and educational requirements
practicing adult educators look for in beginning adult educators in
Kentucky. The only documents used in this study are the ones sent
to the researcher by the grant recipient or a representative of that
recipient as a result of solicitation for this research.
The population of this study consists of grant recipients for the
Adult Learning Centers in the fiscal year 2000 as identified by the
Kentucky Department cif Adult Education and Literacy. The
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population of this study is limited to grant recipients with e-mail
addresses listed on the DAEL contact list. This study is further
limited to the number of grant recipients who responded by
submitting job descriptions for analysis.
Assumptions
It is assumed that the desirable qualities, experiences, and
educational requirements of teachers and administrators hired by
grant recipients in Kentucky are listed on job descriptions for these
positions.
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CHAPTER II
REVIEW OF LITERATURE
Professionalization of Adult Educators
According to Webster E. Cotton, "the year 1919 stands as a
turning point in the history of Adult Education"(l964, p. 80). · He
bases this change on a report from the Adult 'Education C9mmittee of
the British Ministry of Reconstruction. Cotton states "For the first
time it was authoritatively and articulately stated that adult education
is a pennanent and national necessity and therefore should be both

universal and lifelong" (1964, p. 80). This however did not make adult
education a profession. In 1935 "the first Ph.D. with a major in adult
education was awarded by Columbia University'' (Cotton, 1964, p. 81).
In 1936, the first textbook on adult education by Lymon Bryson was
published (Cotton, 1964). "These events mark the transition of adult
education from a movement oriented primarily toward social reform,
to that of a purely educational undertaking-toward the recognition of
adult education as a profession" (Cotton, 1964, p. 81). Cotton further
states that after World War II "adult education was no longer a social
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reform movement but a professionally oriented educational
movement" (1964, p. 82).
Currently, the Federal Department of Education distributes
funds to each state for adult education programs (Crandall & Imel,
1991). Each state government then decides how much power the
individual programs will have in determining the qualifications of
teachers and administrators. "Unfortunately, discord has been more
apparent than unity. There has been consensus for increased quality
of instruction and widespread recognition of the problems associated
with improving the teaching force, but otherwise there has been little
agreement" (National Center on Adult Literacy, 1994, p. 3).
Should we call teachers and administrators in adult education

professionals? According to Webster's Dictionary, a profession is "a
calling requiring specialized knowledge and often long and intensive
academic preparation" (Webster's Ninth New Collegiate Dictionary,
1984, p. 939).

Professionalization refers to the movement of any field towards
some standards of educational preparation and competency.
The term professionalization indicates a direct attempt to (a) use
education or training to improve the quality of practice, (b)
standardize professional responses, -(c) better define a collection
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of persons as representing a field of endeavor, and (d) enhance
communication within that field (National Center on Adult
Literacy, 1994, p. 1).
Certification actually defines a profession. A defined profession
is easier to understand, and thus support with funding. According to
Anson M. Green (1998), "Professionalization means an established
definition of just what adult education is to legislatures who control
the funding that makes adult education happen. As long as adult
education is ill defined, it will remain misunderstood and
underfunded at the capitol."
In adult education, "Professionalization is seen as a rejection or
marginalization of the efforts of weakly trained volunteers" (National
Center on Adult Literacy, 1994, p. 16). The mention of such words as

professionalism and certification in adult education conjures "images
of bureaucracy, lost employment, the adoption of requirements out of
line with salaries, the disenfranchisement of volunteers, government
intrusion, and the like" (National Center on Adult Literacy, 1994, p.
1).

"One reason that professionalization generates so much heat is
that it is an issue of both education and access. Professionalization
necessarily entails such ideas as certification and licensure, although
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it cannot be defined by them" (National Center on Adult Literacy,
1994, p. 1). "Professionalization has to do with the preparation and
ongoing learning of quality teachers, while certification is just a
mechanism for imposing this training standard" (National Center on
Adult Literacy, 1994, p. 2).
Certification of adult educators is a national issue. The issue of
certification is so controversial that state leaders not only disagree on
how professionals in adult education should be certified; they disagree
as to whether they should be certified at all.
Those who favor professional certification argue that it is a
means to develop the profession because it is a practice that
separates individual practitioners who are competent from
those who are not. Those who argue against professional
certification do so for a wide variety of reasons. Some believe
that the certification process is incompatible with the
philosophical assumptions underlying the field. Whereas others
feel that certification might divide an already fragmented field
(Office of Educational Research and Improvement, 1988,
abstract).
"Until the mid-nineteenth centu_ry, the practice of hiring
teachers was similar to that currently used. to hire adult educators in
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most states: Qualifications were largely left to those doing the hiring"
(National Center on Adult Literacy, 1994, p. 6). Many certified
personnel in other fields bear witness to the fact that certification
does not guarantee competence (Burton, 1986).
By 1890, only ten occupations in America pursued
professionalization through licensure. By 1920, this number had
doubled and included many occupations within the health field (i.e.,
nursing, dentistry, and funeral directors), as well as attorneys,
architects, professional engineers, accountants, and real estate
agents. After World War II, additional occupations began licensing
professionals (Morrison & Carter A., 1992). Currently, "more than
1,100 occupations are regulated by one or more states, while 60 enjoy
such status in all states" (Paxton, and Associates, 1990, as cited in
Morrison, 1992, p. 747). In other occupations, "licensure or
certification has been seen as a way to protect the public from injury,
as well as to sustain public support aµd recognition for an
occupation" (National Center on Adult Literacy, 1994, p. 6).
Professions requiring licensure or certification recognize there is
a specialized knowledge or skill associated with these occupations.
Licensure or certification indicates proficiency in that occupation.
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The effort to describe what counts as adult education is tied up
with the desire to establish a separate identity from other
education. Adult education has thus tended to distance itself
from K-12 and higher education and historically has had to
struggle for resources, recognition, and legitimacy. It has been
viewed as a marginal enterprise, i;xpendable in times of
financial exigency, or something that is nice but not necessary
to society's well-being. The struggle to 'professionalize' adult
education has been one of establishing an identity separate
from that of K-12 and higher education-an identity that is
distinct and powerful enough to command attention in national
educational policy formation, as .well as find professional space
both in academia and the workplace (Merriam & Brockett,
1997, p. 23).
"Most states require separate certificates for elementary and
secondary teaching-reflecting the different kinds of knowledge and
experience believed to be relevant to the demands of these jobs-but
specialized knowledge seemingly is not required for adult educators"
(National Center on Adult Literacy, 1994, p. 4).
Even if there is a specialized knowledge base required for adult
educators, Burton (1986) contends other factors besides that come
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into play. She states that certification raises economic issues. "Some
individuals contend that certification is an economic issue, with
districts often choosing to employ noncertified teachers part-time in
order to escape the additional costs associated with providing fringe
benefits to full-time teachers" (abstract).
When a group of adult educators were interviewed, the majority
reported that they did not believe the profession was successfully
meeting the student's needs, and that adult literacy teachers should
be certified (National Center on Adult Literacy, 1994). "They
attributed this failure to insufficient resources, and an overreliance on
a part-time, underprepared teaching force" (National Center on Adult
Literacy, 1994, p. 13). The reasons the adult literacy teachers gave
for advocating certification included the need to: "(a) establish a
consistent, reliable profession; (b) weed out bad teachers; (c) elevate
professional status; (d) and raise quality standards. Several noted
such an approach might lead to better pay or could help elicit more
funding for the field" (National Center on Adult Literacy, 1994, p. 13).
The educators who were against certification expressed concern that
the certification might be too general and they felt that "currently
available graduate courses, workshops, and on-the-job experiences
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were sufficient training'' (National Center on Adult Literacy, 1994, p.
13). Anson M. Green (1998) believes,
Because of the marginal professional nature of adult education,
most teachers inherently enter with little background teaching
underprepared adults and have few opportunities to gain this
education.
The teachers were correct in thinking pay for adult educators
might rise if certification occurs. Typically, states with any kind of
certification standards employ a "larger proportion of paid staff than
do those without any certification standards" (National Center on
Adult Literacy, 1994, p. 9).
According to the National Center on Adult Literacy, "recent
federal legislation even calls on states to encourage and facilitate the
'training of full-time professional educators.' Unfortunately, research
in this area has been so limited that policymakers have had to make
decisions without much in the way of empirical support'' (1994, p. 1).
Adult education needs appropriate funding to attract effective
teachers and provide them with sufficient training to address
student needs, but political entities are hesitant to provide this
funding because, to them, adult education appears ill-defined
and insufficiently professionalized to address these needs.
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Increased professional development in the form of credentialing
may provide a way out (Green, 1998).
Legislatures apparently recognize the need for adult education
to become a more defined entity. Recent legislation appears to be
directing grantors or "eligible agencies" to move in this direction.
The 1998 Workforce Investment Act (WIA), Title II, the Adult
and Family Literacy Act, authorizes the "establishment or
operation of professional development programs to improve the
quality of instruction." Receipt of federal funding is tied into
the development and implementation of a five-year plan for
improving instructional and professional development
outcomes. Programs for adults are required to develop a
strategic plan for increasing their effectiveness (U.S.
Department of Education, 1999, p.2).
Currently, the requirements for professional certification as an
adult educator vary from state to state. "The primary requirement is
certification in elementary and secondary education. However, other
requirements include a combination of experience, degree, and
coursework; endorsement of specialized adult education credit
courses; and an emergency certification (U.S. Department of
Education, 1999, p.8).
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Is lack of professional certification in adult education an
economic issue or an issue of relevance? Are educational strategies
the same for all age groups? Is there a specialized knowledge base for
adult educators? Why are all these issues still controversial after
eighty years?
The fundamental idea of professionalization is that expertise
and quality depend on knowledge. Those. who believe that
.
certification and licensure is a· good idea in ·adult·literacy
education accept the notion that there 'is a body of professional
knowledge worth pursuing. Often those who reject the idea of
professionalization in this field seem to do so because they
believe that such a collection of knowledge, understanding,
skills, technologies, and ethics does not exist. Certainly, the
information base of adult literacy is not as extensive as it
should be. An examination of the Educational Resources
Information Clearinghouse (ERIC) database shows that 1,210
research studies in adult literacy and 3,056 other documents
on adult literacy have been generated since 1966. Although
this might sound impressive, it only amounts to about 45
reported investigations per year, and of course, not all of these
are necessarily of the highest quality. For the sake of
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comparison, the more general field of reading education has
generated 28,588 non-adult literacy studies in the same time
period and about 71,747 other documents, not including those
on the reading of adults (National Center on Adult Literacy,
1994, p. 17).

If there is a special knowledge base that relates to the education of
adults, then this information must be documented by research.
Obviously, some research exists, but not as much as would be
anticipated when one considers the amount of federal money that is
spent on adult education and the number of adult educators and
students in the United States. Why is there such a discrepancy
between the number of studies and the number people involved in
adult education? One might consider the point of origin of most
research.
Although many documents in ERIC or other databases emerge
from teachers and administrators, or from independent
agencies that conduct research, most are published by
university professors and graduate students. One only has to
look at the comparative number of college faculty devoted to
elementary and adult education to understand the different
rates of research and publication in the two fields. Again,
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considering the ERIC database, elementary education
documents outnumber adult education ones by a margin of
about 5: 1. Is it that we have more professors of elementary
education because there is so much more to know in that field,
or is it that the availability of higher education resources
devoted to elementary education has lead to the development of
a more sophisticated and ambitious knowledge base? Those
who recommend that professionalization should wait until we
have a greater knowledge base could be unintentionally limiting
its development (National Center on Adult Literacy, 1994, p.
18).

..
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In trying to conduct a_. s.~rvey of a_dult educati9:n graduate
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programs in America, Carolyn Har,rison.(·1SJ95)·found it a very difficult
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just to locate the programs.
Efforts to discover a listing of the population of adult education
graduate programs were frustrating, as recommended resources
proved to be inaccurate and out-of-date. Those who promote
professionalization of the field of adult education have
recognized the need for specific knowledge about adult
education demographics as well as of the curriculum content of
the graduate program(s) (Griffith, 1992; Imel, 1989; Koloski,
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1989; Pittman, 1989; White, 1992) (as cited in Harrison, 1995,
p. 197).
Finally, Harrison identified 105 programs for her research. "Eighty
three programs were randomly selected from the population of 105
adult education programs listed in Peterson's Guides (1992) ..." (as
cited in Harrison, 1995, p. 197). Of those eighty three programs:
17% (n=14) had phased out or discontinued their program in
adult education. Seven of those institutions reported in the
initial telephone contact that they had no adult education
program and that their inclusion in the Peterson listing was a
"mistake." Two institutions were able to identify only one
faculty member who could participate, and that faculty member
did not respond to repeated attempts for contact. Thus, the
number of completed interviews was 60 (Harrison, 1995, p.
201).
Harrison found that the "Total estimated full-time faculty
members for the 60 programs is 190, with most (n=30) reporting one
or two full-time faculty'' (1995, p. 202). "Total estimated part-time
faculty is 303, for a total of 493 adult education program instructors
in the 60 participating institutions" (Harrison, 1995, p. 202). Ms.
Harrison stated, "Perhaps the most significant demographic finding
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was the alarming number of program eliminations. Two of the
programs included in the 60 completed interviews volunteered that
their program would be eliminated during 1994" (1995, p. 208). Ms.
Harrison felt that "It seems bordering on the scandalous that even at
the time of this writing graduate programs are being eliminated and
that adult educators are ignorant that some of those programs existed
in the first place" (Harrison, 1995, p. 211).
If there are few graduate programs to train professionals in

adult education and to generate research in the field, .then how can
professionalization occur? It appears to be a cycle with one problem
feeding and leading to the next.
Often the premises turned on a "chicken-and-egg'' kind of
reasoning: For instance, some argue for training standards
because of the possibility that these might raise status and
salaries (as has occurred in some other professions), while
others oppose them because of the limited status and income of
adult literacy teachers ("it wouldn't be fair"). The disagreements
about the sufficiency of an appropriate body of knowledge and
skill appear to founder in the same way; it seems doubtful that
there will ever be such a body of knowledge unless it is created
by those charged with the responsibility of educating
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practitioners in the field. These problems, much like the
"chicken-and-egg'' dispute, are unresolvable, and we do not
believe that policy makers should be deterred by these
particular discrepancies in opinion (National Center on Adult
Literacy, 1994, p. 19).
Lack of graduate programs limits.res'eru:ch in-adult
education,
'
,,J
I

, ··'

.

;

.

.

,_;

but because of the differences in programs, the time is'certainly right
.'

for such research.

'
!

The role of training standards in educational outcomes is a
complex problem, but one that can be evaluated through
empirical research. The diversity of approaches taken by the
various states creates an almost ideal laboratory for evaluating
the effectiveness of various policies (National Center on Adult
Literacy, 1994, p. 19).
Crandall and Imel state, "Adult literacy is a field characterized
by few opportunities for advancement, low compensation levels, and a
part-time workforce. Moreover, the field lacks an institutional
infrastructure to support professional development" (1991, p. 6).
Professional Development and credentialing activities do not have to
always be at a university, or in a classroom. There are many ways
adult educators could be certified. Certification methods could be
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creative. Thomas Monahan feels that "For years, staff development
has been narrowly focused" (1996, p. 44). Mr. Monahan suggests a
variety of activities that can lead to professional development such as
graduate classes, inservice training, workshops, conferences, peer
supervision, peer collaboration, peer coaching, action research,
professional dialog with colleagues, and collaborative curriculum
development. With such a wide assortment of approaches to learning,
credentialing activities could be as varied as the programs.
Credentialing of adult educators in Kentucky would certainly address
the lack of opportunity for advancement problem that is identified by
Crandall and Imel.
The teachers, administrators, researchers, students, and
government agents all play a part in the professionalization of adult
education. According to the National Center on Adult Literacy, "The
quality of the teaching force will be improved, ultimately, only through
the close collaboration of practitioners, researchers, and
policymakers" (National Center on Adult Literacy, 1994, p. 20).
Kentucky Credentialing Standards Board
The professionalization of Adult Education in Kentucky began
on Wednesday, March 30, 1994. On that day, the General Assembly
of the Commonwealth of Kentucky enacted Senate Bill No. 195.
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Among other things, this bill required the Kentucky Workforce
Development Cabinet to develop credentials for adult education
instructors. The Bill states, Section 3 (4) "In administering an adult
education system, the Workforce Development Cabinet shall: (d)
Establish professional credentials for instructors, and make provision
for the development of those providers who have not attained the
established credentials"(Senate Bill No. 195, 1994).
In May of 1994, two months after the passage of Senate Bill
195, the Kentucky Community Education Association began a
credentialing program. A group of community educators, including
representatives from the Ca_qinet for Human Resources, the
Department of Education and various cdmmunity education programs
~

(

=

across the state had been meeting for three years prior to this date to
establish this new credentialing program (Kentucky Department of
Education, School and Community Resource Branch, 1994). The
community education credential is not mandated. It is voluntary and
originated from the professional organization of community educators.
At this time when community education was beginning credentialing,
DAEL was beginning to develop a way to credential adult educators.
When Senate Bill No. 195 became law, The Kentucky Workforce
Development Cabinet sprang into action. There was much work to be
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done, and this work would begin in Frankfort. Serious work began in
the Spring of 1995.
In response to the bill, the Cabinet's Department for Adult
Education and Literacy selected an independent consultant to
coordinate the credentialing project. Planning began during the
spring of 1995 with the goal of making the process as open and
inclusive as possible. Given the diversity of adult education
programs, differences in practitioner backgrounds and the
absence of a national credentialing model, the proposed
credentialing project appeared to be both difficult and essential
(Kentucky Department of Adult and Literacy Education, March
29, 1996, p. 1).
During the development stage, there were two Credentialing Advisory
Boards. The first board was established during the summer of 1995,
it was called the Credentialing Advisory Board.
Commissioner Suter wrote local providers, inviting interested
parties to return a formal application for Board membership.
Approximately 35 applications were returned. The project
consultant and DAEL representatives reviewed applications and
selected practitioners for bo~d members1:ip. To assure a broad
mixture of backgrounds an"d. interests,
.
. . addftional
.
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representatives were asked to serve. The final list of
participants included practitioners, students, a retired
superintendent, two business representatives, two school
directors, a housing administrator, and an active volunteer.
The Board was composed of exceptionally dedicated; hard
working people who were able to move beyond their individual
areas of interest and work toward a common credentialing plan
for the state. The group met between August 1995 and March
1996. In addition to attending nine Board meetings in
Frankfort, they attended several subcommittee meetings and
did a great deal of work individually (Kentucky Department of
Adult and Literacy Education, March 29, 1996, p, 1).
The new board developed and adopted three "Core
Assumptions" to direct them in the credentialing project.
The demonstrated attainment of standards lies at the heart of
Kentucky's credentialing system. These standards promote:
• The development of a common knowledge base for all
practitioners.
• The use of multiple measurements in documenting and
evaluating standards.
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The assurance of DAEL training and support as practitioners
work toward meeting standards (Kentucky Department of
Adult and Literacy Education, March 29, 1996, p. 2).

Attempts were made to involve practitioners, students, and
other professionals. Questionnaires were sent to alt' local providers in
September of 1995. These questionnaires were supposedly completed
by all staff and volunteers. Almost 500 questionnaires were returned.
Nine focus groups were offered across the state in the fall of 1995.
Over 70 students and 225 practitioners attended these sessions.
Presentations concerning the progress of the Advisory Board were
given at meetings and statewide conferences (Kentucky Department of
Adult and Literacy Education, March 29, 1996).
The Advisory Board members strongly support the development
and implementation of a core curriculum for all adult education
practitioners. If the field of adult education is to be recognized
as a profession in Kentucky, all instructors and administrators
must share a common knowledge base and use a common
language. The Credentialing Advisory Board recommends that
the adult education core curriculum include the following: Math
Applications, Composition and Writing, Reading Instruction,
and Adult Learning Theory. These four areas should be
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considered in the refinement of standards and the development
of a measurement system-practitioners should demonstrate a
thorough understanding of the core (Kentucky Department of
Adult and Literacy Education, March 29, 1996, p. 4).
The Credentialing Advisory Board made a list of 16
recommendations before it disbanded. They established an
"Implementation Timeline." They recommended that part-time and
full-time staff be required to meet the same guidelines and standards.
The Board recommended additional DAEL staff be hired to deal with
credentialing, and that DAEL establish standard job descriptions for
all adult education practitioners. It was recommended that DAEL
review salaries statewide to develop a minimum pay structure to be
used for all adult education and literacy practitioners. The Board
further recommended that DAEL appoint a committee to develop an
Adult Education Practitioner Code of Ethics. The Board established a
draft of Instructional and Administrative Practitioner Standards for
Adult Education Credentialing. The Board also recommended a core
curriculum of 12 college hours as part of the credentialing
requirements. The board identified five job classes with different
levels for use throughout the state (Kentucky Department of Adult
and Literacy Education, March 29, 1996).
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The new Credentialing Standards Advisory Board was created
and met for the first time on April 17, 1996. This began Phase II of
the Kentucky Credentialing Project. It was hoped that the new board
would provide fresh perspectives and expertise in different areas. The
new board would continue to develop instructor and administrator
standards, a core curriculum for credentialing, and staff development
and training options (Kentucky Department of Adult and Literacy
Education, March 29, 1996). "Over half of the members of the
original group agreed to serve on the second board, the Credentialing
Standards Advisory Board. These. people
brought
stability, shared
.
. . .
visions and solid historical perspectives
to
'the work at hand"
.
•
1
-'
~

(Kentucky Department of Adult and Literacy Education, June 28,
1996, p. 1).
The Phase II Credentialing Standards Advisory Board met again
on May 29, 1996 to hear subcommittee reports (Professional
Development, Field Testing, Measurement, and Volunteer Standards).
The project consultant, Marta Brockmeyer, presented the draft of five
job classes. These drafts included the characteristics of the class,
examples of duties, and minimum requirements (Brockmeyer, May
29, 1996). The job descriptions were discussed, and updated
descriptions were mailed to board members on May 31, 1996

Profile

34

(Brockmeyer, May 31, 1996). "The development of standardized job
descriptions occurred apart from the committee framework"
(Kentucky Department of Adult and Literacy Education, June 28,
1996, p. 1).
A report by the Credentialing Standards Advisory Board on
June 28, 1996, finalized some of the work that had been started by
the Credentialing Advisory Board.
To share a common language and knowledge base, practitioners
must first understand who does what and why. As part of this
shared experience under credentialing, instructors and
administrators must use common job descriptions across the
state. The consultant reviewed hundreds of existing job
descriptions and found little common ground. In general, both
content and formats vary widely. To address this problem, a
limited number of new job descriptions were developed.
Personnel experts were consulted as the job descriptions went
through several drafts (Kentucky Department of Adult and
Literacy Education, June 28, 1996, p. 2).
Another very important recommendation of this committee was
that the Department of Adult' Education and Literacy administrative
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staff members be credentialed as well as administrative and
instructional personnel.
The Credentialing Standards Advisory Board recommends that
Department for Adult Education and Literacy administrative
staff members meet credentialing standards, proposed timelines
and all related guidelines that have been proposed for
practitioners. This requirement will increase the likelihood of a
shared common level of preparation for everyone involved in the
delivery of adult education services. The recommendation will
also reduce practitioner concerns regarding differing standards
for central DAEL staff (Kentucky Department of Adult and
Literacy Education, June 28, 1996, p. 6).
The report further stated that the proposed job descriptions
should go into effect July 1, 1999.
The development of these job descriptions marks but one step
in the process of more accurately describing what practitioners
actually do. Combined with the proposed salary review, DAEL
organizational structure review, adoption of standards, and
development of a credentialing record-keeping system, this
proposed improvement in personnel practices will help ensure
fairness for both grandfathered and newly hired. staff members
,.
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(Kentucky Department of Adult and Literacy Education, June
28, 1996, p. 2).
Measurement of credentialing standards was the work of the
Measurement Subcommittee. This group decided that
,•

'

- '

: -'

current practitioners should not be required.to take a written
test as part of the credentialing system implementation. If they
choose to use a test as one of their proficiency measures, they
may do so, but the decision must be voluntary. For
grandfathered staff, the primary measurement methods will be
observation and portfolio development (Kentucky Department of
Adult and Literacy Education, June 28, 1996, p. 3).
It was recommended by the Measurement Committee that new hires
be given a written competency test.
The Board's key measurement decision related to classic "paper
and pencil" testing for entry into the profession. The Advisory
Board strongly recommends the use of such a standardized
written instrument for new hires; all new applicants must
achieve a base minimum score as the starting point of their
professional development under credentialing. A great deal of
discussion revolved around the content of the test, but only test
items related to basic academic skills and interpersonal skills
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will be included (Kentucky Department of Adult and Literacy
Education, June 28, 1996, p. 3).
The Subcommittee on Professional Development "focused on the
importance of a strong professional development component for the
credentialing plan" (Kentucky Department of Adult and Literacy
Education, June 28, 1996, p. 3). This subcommittee developed a core
curriculum and outlined specific course offerings. In this report, core
curriculum recommendations for grandfathered and newly hired
employees were presented. The core curriculum was a collection of
college classes, training, and workshops designed to meet
credentialing requirements in Kentucky. The design was based on the
Instructional and Administrative Practitioner Standards developed
and approved by both boards (Kentucky Department of Adult and
Literacy Education, June 28, 1996).
The Field Testing Subcommittee planned a field test between
October 1, 1996 and April 30, 1997 of the evaluation instruments the
measurement committee was developing. Participants in the field test
would be four volunteers from each region. All practitioners were
invited to volunteer. They were provided with specific information
about the instruments: "portfolio-including a self-evaluation, student
evaluation, standardized test (available by spring, 1997), supervisor
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evaluation, and peer evaluation" (Kentucky Department of Adult and
Literacy Education, June 28, 1996, p. 44). The participants were to
be paid a $500 stipend (Kentucky Department of Adult and Literacy
Education, June 28, 1996).
In an effort to inform adult educators about the ongoing work
on credentialing, public forums were held across Kentucky.
During the months of November and December 1996, seven
adult education public forums were held throughout the
Commonwealth for the purpose of presenting and explaining
the credentialing work done thus far and to solicit comments
from the field. The forums were attended by 130 providers,
representing 15% of DAEL funded adult educators (Kentucky
Department of Adult and Literacy Education. [Credentialing
Forum Summary Report]).
A "Credentialing Forum Summary Report" was created as a
result of these forums. This report lists the concerns,
comments/solutions, and questions of the forum participants
regarding credentialing. This Forum Report delineates the fears and
apprehensions' credentialing represents to practitioners in Kentucky.
Some of the practitioner concerns that were revealed by the forums
are:
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Not enough emphasis given to (K-12) teacher certification.
We are slighting those with teacher certification.

♦

How will training and coursework be financed? How will
parapros who make $6/hr finance college tuition?

♦

Too many standards and proficiencies (overwhelming).
Expectations are unrealistic.

♦

Don't simply emulate a failed K-12 system. Kid education is
different from adult education .

. ♦

Too much is expec;ted from part-time instructors.

♦

Salaries are widely discrepant ($5/hr to $40,000).

♦

There needs to be some core curriculum for sound teaching
methodology.

♦

We as adult educators should be willing to participate and
complete continuing education, as do other professions. We
require life-long learning of our students, why not us too?

♦

It would be wise to approach the legislators in the next few
months to make them aware of our move toward more
professionalism. It would be nice to get their opinion about
the direction in which we are moving.

♦

Develop a salary schedule for educational improvement.
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I think in our organization (adult education) there is room for
non-degreed personnel, but certified and degreed does mean
something-degreed instructors have worlds of knowledge in
using technology, teaching methodology, etc.-degrees and
certification does [sic] mean a lot!

+ If you take a written test and do poorly does that mean you
are jeopardizing your job?
♦

Why are administrator standards lower than instructor
standards? (Kentucky Department of Adult and Literacy
Education. [Credentialing Forum Summary Report]).

A comment by participants was reemphasized by the DAEL in a
summary. "Regardless, we must remember that the true outcome of
an effective credentialing system is an increase in student learning"
(Kentucky Department of Adult and Literacy Education. [Credentialing
Forum Summary Report]).
A memorandum was sent from Dr. Harold Rose to the
Professional Development Committee on January 29,-1997, stating
the goals bf the committee. The first goal was to identify the content
of courses in the core curriculum and the second was to relate the
course content to the standards. The purpose of the memorandum
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was to remind the committee members of the February meeting (Rose,
1997).
Dr. Che:ryl King addressed the Credentialing Adviso:ry
Committee at the February 13, 1997 meeting. "She commented that
it is difficult·to make decisions about credentialing at this point
because of many unresolved issues" (Credentialing Adviso:ry
Committee, February 13, 1997). She further stated "that
credentialing is an important piece of the larger picture and will play
an important role in making adult ed more effective and accountable."
A copy of the Revised Standards from the Standards Subcommittee
was handed out and the committee was asked to review the changes
and submit any suggestions. There was discussion concerning
educational qualifications for administrators. Patty Burnside said
that "we should not isolate or exclude people who may not have a
degree but who do a great job administering community based
programs" (Credentialing Adviso:ry Committee, February 13, 1997).
Amanda Roubieu followed this by stating, that
"supervisors/administrators of Adult Education programs need an
educational background in order to effectively supervise/support
teachers" (Credentialing Adviso:ry Committee, February 13, 1997).
There was much discussion considering whether grandfathered
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practitioners would be required to take a reading and math
proficiency exam. Avis Meenan "commented that it is bad practice to
have people who don't have basic skills teach basic skills"
(Credentialing Advisory Committee, February 13, 1997). Beth Patton
Hopper said, "teachers should not be afraid of taking the test. It's
what we ask our students to do" (Credentialing Advisory Committee,
February 13, 1997). Anne Greenwell said that "adults are text
anxious, but still we need to assess their proficiency in some way
(Credentialing Advisory Committee, February 13, 1997). David
Vislisel said that the "measurement committee will be looking at a
variety of tests to determine instructor proficiency" (Credentialing
Advisory Committee, February 13, 1997).
The Professional Development Committee of the Credentialing
Advisory Board Report of June 19, 1997 listed recommendations by
this committee in response to Senate Bill 195. These
recommendations regarded core curriculum, course descriptions,
target group, cost, and delivery of training.
Instructors and instructional assistants employed after July 1,
2000 are required to be degreed and to complete 225 contact
hours of training from the core curriculum within four years
from the date of employment. Practitioners employed prior to
•
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July 1, 2000 will be strongly encouraged to complete the core
curriculum but not required. Professional training curriculum
for administrators will follow the development of Standards for
Administrators (Professional Development Committee of the
Credentialing Advisory Board, June 19, 1997).
The cost to practitioners for certification was addressed in this report.
The group included the following recommendation. "Practitioners who
elect to take training from the core curriculum for credit shall have
the tuition paid by the Department for Adult Education and Literacy"
(Professional Development Committee of the Credentialing Advisory
Board, June 19, 1997). The delivery of the core curriculum was also
addressed in the recommendations of this committee.
Morehead State University is the only Institution of Higher
Education in Kentucky that provides graduate training in adult
education. Therefore, it will be essential that the training be
delivered in a variety of formats from summer workshops to the
latest in technology. It is hoped that a cooperative relationship
will be established between Morehead State University and
other Institutions of Higher Education in the state to enhance
the delivery of services while avoiding program duplication.
This approach could serve as a model for cooperation that was
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envisioned by the Higher Education Reform Legislative Session
in May of 1997 (Professional Development Committee of the
Credentialing Advisory Board, June 19, 1997).
On August 1, 1997, the Professional Development Committee issued a
new report. This report was very similar to the report printed on June
19, 1997. The new report changed the wording from "degreed" to
"have a bachelor's degree" in reference to new hires after July 1, 2000
(Professional Development Committee of the Credentialing Advisory
Board, August 1,-1997).
According to the minutes the discussion at the June 19, 1997
Credentialing Advisory Committee centered on the following, "who to
credential part-time/full-time; to include paraprofessionals in course
work; change credit hours to contact hours; we debated this an hour"
(Credentialing Advisory Committee, June 19, 1997). However, other
work must have been done, because at apparently the last meeting of
the committee on July 10, 1997, the final draft of the Standards for
Adult Education was presented as well as the recommendations of the
committee. A truncated version of the nine recommendations of the
Credentialing Advisory Committee is as follows:
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1. Present the Instructor Standards to the State Board for
Adult and Technical Education for approval/ adoption by
September 1997.
2. Appoint a committee to Develop Administrator's Standards . .

3. Appoint a committee to develop standards for volunteer
tutors ...
4. Develop training requirements for administrators,
instructional assistants, and volunteers based on the
standards ...
5. Form a new measurement committee ...
6. Pilot a 45-clock hour Orientation Training process for new
instructors ..
7. As of July 1, 2000, all newly hired paid adult education
instruction practitioners shall be required to have an
undergraduate degree ...
8. A,s-of July 1, 2000, all newly hired adult education
instructional practitioners, as a condition of permanent
employment, be required to complete a "core curriculum"
tailored to individual needs, within 4 years of hire date.
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9. DAEL appoint a new credentialing chairperson to coordinate
the above recommendations (Kentucky Credentialing
Advisory Committee, 1997).
On August 20, 1997, the State Board for Adult and Technical
Education gave final approval to the Standards for Adult Education
Instructors. According to the approved document, "The six

Instructor Standards describe what effective adult education
teachers do in authentic teaching situations. Included with the
standards are the Content Proficiencies which serve as indicators for
high quality teaching behaviors and processes that are most critical to
adult learning" (State Board for Adult and Technical Education,
1997).
On October 8, 1997, Sandy Kestner, Manager Field Services
Branch, Kentucky Department for Adult Education and Literacy, sent
a letter to the credentialing committee thanking the members for their
hard work. This letter stated that the work of the committee was
complete (Kestner, 1997).
Responses from Across America
After learning about the credentialing work that had been done
by DAEL in Kentucky, I determined that it would be beneficial to
become aware of what was currently required of professionals in adult
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education around the United States. It was hoped that this·
information would shed light and understanding on Kentucky's
struggle with credentialing. It was further anticipated that through
the knowledge of practices in other states combined with the
information gleaned from this research, recommendations and
conclusions in this study would be supported, enhanced, or
stimulated by this information. I noted that this type of literature
review had been done in 1996 by the project consultant DAEL hired to
coordinate the credentialing effort by the state.
During the late spring and summer, the project consultant
conducted a thorough literature review and began compiling the
Project Bibliography. As part of this research, she gathered
credentialing information from more than thirty states and
talked with many people from various adult education agencies
(Kentucky Department of Adult Education and Literacy
Education, March 29, 1996, p. 2).
Policies, rules, and programs vary substantially from state to state.
The differences seem to stem form the funding process. Currently,
The Department of Education, which supports adult basic
education (ABE) under the Adult Education Act. Funds
through this act are distributed to the states for programs
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offered in a variety of educational institutions-local education
agencies, community colleges, community-based organizations,
workplaces, and correctional institutions (Crandall, & Imel,
1991, p. 3).
To gain information from each state, I went to the National Adult
Education Professional Development Consortium web site
(http:/ /www.naepdc.org). There I discovered a list of the NAEPDC
membership. The person listed was generally the top adult education
official for each state. A letter in the form of an e-mail was sent to all
the members on the list, asking for the requirements in their states
for new professionals in adult education. Twenty-five states
responded in some way. A copy of the letter is in Appendix A. Also, a
summary of the information that was received is in Appendix B.
"Arkansas has had standards in place since the passing of the
Adult Education Act in 1966 ... " (National Center on Adult Literacy,
1994, p. 7). According to a memorandum sent to adult education
administrators, directors, and contact persons in Arkansas from
Lonnie McNatt, Director, these standards were updated in 1979, and
were still in place in August of 1993. The memorandum states,
The 1979 policy adopted by the Arkansas State Board of
Education is clear and outlines adult education teacher
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certification for currently employed full-time teachers. Those
adult education teachers hired before 1979 had until 9 / 1 / 84 to
become certified in adult education. Anyone hired after 1979
had to acquire adult education certification within four years of
· the initial date of hire. Current policy still requires that all fulltime adult education teachers acquire adult education
certification within four years after the date of hire (McNatt,
'

'

1993j.
Mr. McNatt continues in the memorandum to state, "The Adult
Education Section of the Vocational Edupation Division will not
provide adult education funding for part-time or full-time teachers
unless they hold a current 'Arkansas Department of Education
Teacher's Certificate"' (McNatt, 1993). This memorandum was
expanded upon by Christy Koeth, Adult Education Instructor, Fort
Smith, Arkansas. Ms. Koeth stated, "An adult education teacher
must have a college degree and a current Arkansas teaching
certificate. If the teacher is a full-time adult education instructor, he
or she must get the Adult Education Endorsement (certificate) within
four years. If a person is a part-time adult education instructor, he or
she must, of course, have a current Arkansas teaching certificate, but
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does not have to get the Adult Education Endorsement (personal
communication, March 16, 2000).
Ms. Joan Polster, Director of Adult Education, Department of
Education in Sacramento, California referred my inquiry to a
Department of Education Consultant, Peter Wang. Mr. Wang wrote,
"One. must have a valid California adult education credential, or
elementary, or secondary education credential pursuing adult
education credential" (personal communication, April 7, 2000).
Ms. Roberta Pawloski, Chief, Connecticut Bureau of Career and
Adult Ed4cation, forwarded my request for information to Carl
Paternostro. Mr. Paternostro stated that "Connecticut has specific
certification requirements for adult education." Mr. Paternostro also
stated that Connecticut has produced an all day workshop entitled
"Orientation for Teachers New to Adult Education." He stated that
this workshop is being µsed nationally and is available for purchase
on CD-ROM (personal communication, March 27, 2000).
According to Art Kaneshiro, State Director, School Improvement
/ Community Leadership Group in Honolulu, Hawaii,
Unfortunately, Hawai'i does not have credential/licensure
requirements for its adult education teachers. K-12 teachers
must be licensed by the Hawai'i Teacher Standards Board, but

Profile

51

this is not a requirement for adult education teachers. Most of
our adult education teachers are part-timers some are licensed.
When principals of our Adult Education schools hire teachers,
they look for licensed teachers (A. Kaneshiro, personal
communication, April 3, 2000).
Mr. Kaneshiro went on to say, however, "All administrators of Adult
Education programs,are licensed. All liave been former teachers and
are licensed as schoo( or program administrators" (personal
communication, April 3, 2000).
The director of the State Literacy Resource in Baton Rouge,
Louisiana, Pam Wall stated, "In Louisiana, we 'reward' through our
funding formula for adult education the use of teachers certified in
adult education" (personal communication, March 24, 2000). Ms.
Wall continued by describing Louisiana Adult Education Certification.
To be certified in Louisiana one must have a teaching degree or
certification plus 12 hours of coursework containing the following: "3
hours in Principles of Adult Education, 3 hour practicum, and 6
hours in approved and relevant courseware, such as workplace
literacy, teaching reading to adults, computer technology, LD in
adults, etc." (P. Wall, personal communication, March 24, 2000).
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In Maine, Adult Education Directors, Assistant directors and
ABE Coordinators are required to hold Maine Certification for those
positions (B. Dyer, personal Communication, March 28, 2000). Dr.
Randy Walker, Maine's Adult Education Director forwarded my
request to Becky Dyer. She stated, that Maine has "a teacher
competency checklist, designed by teachers of Maine Adult Education
that we use in hiring and determining staff development needs"
(personal communication, March 28, 2000).
The state of Massachusetts is currently working on certification.
Mary Jane Faye, ABE Certification Specialist for the Massachusetts
Department of Education states, "We are working on a certification of
ABE teachers. Administrator and Counselor Certifications may come
later as there is interest" (personal communication, March 25, 2000).
"While Adult Education Administrators in Michigan do not have
to be certified, they must maintain continuing education credits
through universities or workshops" (S. Bricker, personal
communication, April 3, 2000). Ms. Carole Sorenson, Acting
Supervisor Adult Education Services, Michigan Department of Career
Development asked Sharon Bricker to respond to my e-mail. Ms.
Bricker adds, "All teachers must be certified to teach in their subject

Profile

53

area. Specific qualities and qualifications are at the pervue of local
school districts" (personal communication, April 3, 2000).
Dr. Barry Shaffer, Supervisor, Adult Basic Education in
Roseville, Minnesota, referred to Minnesota Statute 125.032, Subd.2,
"A person who teaches in a community education program which
qualifies for aid pursuant to section 124D.53 (ABE Law) shall
continue to meet licensure requirements as a teacher" (personal
communication, March 28, 2000). According to Dr. Shaffer,
The intent of that statute is clear. All ABE instructors are
required to hold a current, valid Minnesota teacher's license if
they are employed by a program that receives ABE State aid.
Further, it does not matter what title the teacher is given (i.e.
instructor, facilitator, learning coordinator, etc.), if a person is
acting as a teacher, for any part of their ABE employment, they
must be licensed. Nor does it matter that a teacher's funding
come from sources other than State ABE aid. If the program in
general receives State ABE aid, all teachers must be licensed
(personal communication, March 28, 2000).
Dr. Shaffer continues, "Any Minnesota K-12 teacher license is
acceptable to meet the requirements stated above. Also, State Board
of Teaching rules regard the ABE License (this program is only offered
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through the University of Minnesota) as meeting the requirements of
Minnesota Statute 125.032" (personal communication, March 28,
2000).
Ms. Becky Byrd, JTPA & ABE, Division of Vocation and Adult
Education, Montana Office of Public Instruction asked Sue Webster to
respond to the request about Montana's credentialing of professionals
in adult education. Ms. Webster wrote,
In my 32 years as an adult basic education teacher, counselor,
and administrator there have never been any statewide
requirements for these positions. However, the local programs
have sometimes developed their own requirements for the
positions. Most often a teaching certificate at either the
elementary or secondary level is required for classroom
instruction. Most program administrators are tied to their local
school districts and must have state certification as an
administrator, but there is not an endorsement for adult
education" (personal communication, April 13, 2000).
"In Nebraska, the state does not require any credentialing for
ABE teachers." This is according to Ms. Vicki Bauer, Director, Adult
and Community Education, Nebraska Department of Education
(personal communication, March 23, 2000). She says, "Due to the
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varying availability of teachers in different parts of the state, we feel
that local ABE programs can best determine the educational and
professional requirements of its local ABE staff." According to Ms.
'

Bauer, There are "very few full-time teaching jobs in ABE in our
state-some teach only a few hours a week; this many times has an
effect on the available pool of teachers. Many teachers are looking for
full-time work" (V. Bauer, personal communication, March 23, 2000).
Ms. Bauer does state, that "some ABE programs require that teachers
possess current teaching certificates, others look for the best person
for a particular setting, which may be a person who does not have a
degree in education" (personal communication, March 23, 2000).
"In New Hampshire we have no credentialing requirements for
adult education administrators," writes Mr. Art Ellison, Supervisor of
Adult Basic Education, New Hampshire Department of Education.
Mr. Ellison further explains,
The Bure!3-U of Adult Education requires teacher (K-12)
\ ..
certification for b~ly one of o_ur three major delivery systems.
While local school districts may choose to hire only certified
teachers for their adult education programs, it is not a
requirement of the State Department of Education that they do
so (personal communication, March 23, 2000).
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The Adult High Schools in New Hampshire are the only adult
education delivery system in the state that requires teacher
certification. According to Mr. Ellison, "The Bureau of Adult
Education has the authority to, and does routinely waive that
requirement upon the request of the local school district"(A. Ellison,
personal communication, March 23, 2000).
"The only credential North Carolina requires for its literacy
personnel is a bachel~r's degree" according to Dr. Randy Whitfield,
Associate Director of Basic Skills & HRD, North Carolina Community
College System, Raleigh, North Carolina (personal communication,
March 27, 2000). Mr. Whitfield added that North Carolina does not
"require public school certification because it does not always relate to
adult education" (personal communication, March 27, 2000). When
hiring professionals Mr. Whitfield says, "Administrators typically look
for experience" (personal communication, March 27, 2000).
In North Dakota, "98% of our teachers hold either elementary or
secondary education degrees and all our administrators have
education administration credentials." This information comes from
David Massey, State Director of Adult Education and Literacy,
Department of Public Instruction, Bismark, North Dakota. Mr.
Massey stated that North Dakota does not have "special credential
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requirements for hiring adult educators or program administrators"
(D. Massey, personal communication, March 24, 2000).
Mr. Jim Bowling, State Director, Adult Basic and Literacy
Education, Ohio Department of Education forwarded my request for
Ohio policies regarding new professionals in adult education to Jeffrey
Gove, Consultant, Ohio Department of Education, Center of
Curriculum and Assessment, Office of Career-Technical and Adult
Education, Adult Basic and Literacy Education in Worthington, Ohio.
Mr. Gove stated, "Most, but not all, of our Ohio ABLE teaching staff
do have educational certification, but just not specifically in adult
education." He went on to say, "If ABLE staff are hired into local
education agency settings, then staff must meet all employment
qualifications, including any applicable certification requirements of
the local education agency." Mr. Bowling stated that Ohio does not
currently require local adult education staff "to have specific adult
education certification" (J. Bowling, personal communication, March
27, 2000).
According to Mr. Robert Mason, Adult Education Specialist,
Rhode Island Department of Education, Rhode Island has no "formal
credentialing requirements for adult educators." He went on to add
that "some aca,de.rµic preparation in the subject or topic to be taught
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is necessary
as some .up.derstanding of the processes to work
. as well
.
effectively with adult learners." He stated that, "The practitioners in
local programs would,like to'move toward a set of 'competencies' such
as has been produced by Pelavin." He said, "I like that idea, coupled
with some process to acquire CE credits." These changes to the
current system, however, provide a "question" for Mr. Mason. "The
big question-how to 'reward' and recognize people that take the time
and initiative to improve their skills through some form of formal
preparation" (R. Mason, personal communication, March 24, 2000)?
Mr. Phil White, Director of the Division of Adult and Community
Education for the Tennessee Department of Education, addressed
credentialing in Tennessee. Mr. White wrote, "Adult Education
Supervisors' need a Master's degree in education. Teachers must hold
a teaching certificate"(personal communication, March 27, 2000).
Ms. Shauna South of Adult Education Services, Utah State
Office of Education in Salt Lake City, Utah responded to my request.
She wrote,
Utah requires that Adult Education teachers that are teaching
subjects in the core curriculum be a state licensed and certified
teacher. Teachers may be used in the ABE and ESL who are
not licensed. The credentials for administrators, or directors of
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adult education in each of our districts is typically a Master's
degree or higher and an administrative endorsement (S. South,
personal communication, March 27, 2000).
Ms. Sandra Robinson, Chief, Adult Education Unit, Montpelier,
Vermont wrote, "There are no requirements for credentials to teach in
Vermont's adult education programs" (personal communication,
March 27, 2000). According to Ms. Robinson, "While many of our
teachers are certified K-12 educators, others are GED graduates"
(personal communication, March 27, 2000).
Ms. Kathi Polis, Assistant Director, Office of Adult Education
and Workforce Development, Charleston, West Virginia asked Laura
Kiser to reply to my e-mail request. Ms. Laura Kiser is the
Coordinator of Adult Education in West Virginia. Ms. Kiser sent West
Virginia's Professional Development Catalog. This catalog describes
among other things, West Virginia's Adult Basic Education pre-service
training program. This training program is "designed for instructors
who have not previously taught in the ABE program or who are
returning to the program after an absence of three or more
years"(Office of Adult Education and Workforce Development, 2000).
According to Ms. Kiser, the certification process in West Virginia has
two routes. The first is that the teacher has completed a credentialed
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teacher education program, the other is "the applicant must have
completed a minimum of a non-teaching bachelor's degree from an
accredited college with an overall 'C' average." If the applicant follows
the second route, he or she must "complete a preservice training
program prior to the first day of instruction" (L. Kiser, personal
communication, March 23, 2000). In West Virginia, the Adult Permit
endorsement for teaching Basic Education is issued for a five-year
period. The renewal requires "the instructor to submit evidence of six
(6)semester hours of credit in courses prescribed for the West Virginia
Professional Certificate or credit in a program of adult education" (L.
Kiser, personal communication, March 23, 2000). West Virginia's
certification program seems to contain intensive Professional
Development, "thirty (30) clock hours of adult basic education staff
development in-service activities in addition to the six (6) semester
hours of college credit" are required for the renewal of the ABE license
(L. Kiser, personal communication, March 23, 2000).
Adult education is taught in many instances through the
Technical College.System in Wisconsin; According to Mary Ann
Jackson, Educational Consultant, Adult Basic Education and General
Education, Technical College System Board, Madison, Wisconsin,
"The faculty who work in the Technical College System have long had
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certification requirements which are similar to K-12 but not exactly
alike." However, there are adult educators in other adult education
delivery systems in Wisconsin and these educators "are not required
to be certified" (M.A. Jackson, personal communication, March 24,
2000).
Teacher certification seems to be the only common thread that
winds through a?ult education programs around America. However,
even this most common thread is n9t a requirement in every state. It
was found that some,:st_at<;s require a bachelor's degree of

.

'

professionals, and others do:not .. There are many forms of
certification from a prescribed curriculum of college classes to
inservice training provided by the state department. Every state that
responded to the request for information has different requirements
for professionals in adult education.
Can adult education in America be considered a profession in
2000? The answer is yes and no. The research indicates that a lot of
effort, time, and money have gone into the creation of professional
standards and credentialing for adult educators. This is not just true
for Kentucky, but across America. The research shows that there is
great disparity between states concerning credentialing of adult
education practitioners. Since adult education was first recognized in
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1919 (Cotton, 1964), change has been slow and scattered. The
literature review disclosed the history of adult education, and the
ongoing struggle with professionalization. It revealed some of the
problems facing those who are attempting to develop credentials for
adult educators. The literature review exposed the ongoing struggle
and variety of approaches in credentialing around the Untied States
today. It also recounted the recent intensive work that has been done
in Kentucky in an attempt to professionalize adult education. What
actually exists in Kentucky Adult Education centers in 2000? It is
hoped that is what this study will show.
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CHAPTER III
METHODS AND PROCEDURES
Population
Adult Learning Centers in Kentucky are funded through grants
from the Kentucky Department of Adult Education and Literacy. The
grant recipients for the fiscal year 2000 are the population of this
study. In October 1999, I contacted the Department of Adult
Education and Literacy, and spoke with Ms. Mabeth Kirpatrick. I
asked Ms. Kirpatrick how to get in contact with the employers of adult
educators in Kentucky. On October 28, 1999, she faxed a list of the
Adult Education Program Contacts for the Fiscal Year 2000. This list
included each Kentucky county, the name of the program that
received the adult education grant, the contact person's name,
address, telephone, fax, and e-mail address.
Of the existing 120 counties in Kentucky, 89 had e-mail
addresses on the list that Ms. Kirpatrick provided. This research
deals with those 89 counties. KET also was included on the list, so
the contact there was sent a letter. This brought the total of
participants involved in the study to 90.
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Design
Data for this descriptive study was obtained by sending letters
of request for job descriptions to the contact person as listed by DAEL
for the fiscal year 2000. The letters were sent via electronic mail.
Letters were only sent to those people with e-mail addresses listed on
the DAEL contact list. Attempts were made through repeat electronic
mailings and telephone calls to obtain a response from all
participating grant recipients.
The respondents were provided with electronic mail, fax, and
conventional mailing addresses where the job descriptions could be
sent. These addresses were included in the original and subsequent
correspondence.
The various requirements and responsibilities of new
professionals in adult education were analyzed. Analysis began with
a listing of the various attributes. The study continued with a basic
thematic analysis to identify attributes, qualities, experiences, and
educational requirements that appeared on the job descriptions that
were received. Finally, a listing of related attributes was generated.
The analysis was based on the content of the job descriptions.
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Confidentiality was maintained by disassociating grant
recipients with the qualities listed on the descriptions they provided.
An overall picture is presented in relation to the data gathered.

Data Collection
To discover the qualities, experiences, and attributes adult
education grant recipients in Kentucky look for in new hires, I decided
to collect job descriptions for professional positions. A letter was
composed requesting job descriptions. The letter was electronically
mailed to all the contacts on the list. This phase of the research took
a great deal of time. It was important to word the letter such that the
request would be read, understood, and responded to. A copy of this
letter is in Appendix A. The first wave of 90 e-mails was sent on
March 9 and 10, 2000. The deadline for the job descriptions to be
received by this researcher was set for March 31, 2000.
Thirty-nine grant recipients sent job descriptions as a response
to the first mailing. It was apparent that another appeal for job
descriptions was necessary. A new heading was attached to the first
letter mentioning that for s~ine ·reason, a response had not been
received. A new de~dline ofApril 21, 2·000 was set for the job
descriptions to be received ..

A copy of this second letter is in Appendix

A. The second wave of 46 e-mails was sent on April 11, 2000. This
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second mailing was to grant recipients who had received the original
letter, but had not responded.
The final job descriptions used in this study arrived by U.S.
mail on April 27, 2000. Thirteen additional grant recipients responded
to this second appeal by sending current job descriptions. This
research includes job descriptions from all the 52 responding
counties. The 52 responding grant recipients represent 57.78% of the
population of this study. The data was collected, and 1 was ready to
begin data analysis. Of the 90 participants in the study:
•

Seven had bad e-mail address.es and the e-mail that was
sent was returned to the researcher, undelivered.

•

Seven responded, but did not send job descriptions.

•

Twenty-four sent back no response, but the e-mail was
received.

•

Fifty-two grant recipients sent job.descriptions (57.78%).

After entering all the characteristics, skills, experiences,
training, and responsibilities listed on all the job descriptions used in
the study, there were:
•

Fifty-two counties represented (57.78%).

•

Sixty-nine individual job descriptions included in the study.

•

Forty-eight different job titles represented.
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1,797 _characte,ristics or responsibilities of professionals in
adult education in Kentucky.
, · _; D~ta Analysis

Data entry was accomplished by using an Excel spreadsheet.
Each specific job, requirement, or responsibility as listed on every job
description was entered as an individual descriptor. Using this
method, one job description at a time, the data ended up containing
1,794 qualities, requirements, and jobs of professional employees in
the counties that responded. Because the participants had been
promised anonymity, the descriptors were not associated with job
titles or grant recipients.
Information contained in job descriptions for professional
positions of instructor, administrator, coordinator, or counselor were
the ones used in this study. Some job descriptions for volunteers,
paraprofessionals, and secretarial staff were received, but these were
excluded.
Each of the 1,794 items was sorted into one of three groups:
"before," "during" and "after." The "before" group contained qualities
practicing adult educators look for in beginning adult educators. The
"during'' group consisted of the jobs practicing professionals in adult
education are required to do while they are employed. The "after"
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group listed all those activities professional adult employees would do
to improve themselves while they were employed. The descriptors in
the "before" group were the ones that could answer the "Research
Question" that was guiding this study. In order to address that
question, the focus of this research is limited to that group of
descriptors.
Three hundred eighty-nine of the items on the original data list
were placed into the "before" group. Through a lengthy sort and
resort method these 389 items were grouped and regrouped many
times. Six major themes emerged ("Educational Qualifications,"
"Experience," "Knowledge," "Personal Attributes," "Professionalism,"
and "Skills"). Initially it was planned to sort to one level, but it was
impossible not to sort to a second level. This second level of
categories in each theme provided organization and definition to the
.

.

content of each theme.
As I began_ looking at the descriptors and preparing to write the
"Results," many similar descriptors were found in different themes
and categories. This caused me to create more categories and
eventually subcategories. In the end, descriptors in two themes
("Knowledge" and "Skill") were sorted to the forth level. The depth of
the sort was dependent upon the number and variety of descriptors in
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the category. If all the descriptors were very similar and specific, not
much sorting past the second level was needed. An example is the
category of "Communication" which is in the "Skill" theme. At the
second sort level, "Communication" had 48 descriptors. These
descriptors readily fell into "Oral," "Written," and "Listening" with
some overlap. A few descriptors like "effective communication skills"
could not be categorized as "Oral," "Written," or "Listening," thus
another subcategory was created and named "Effective." After this
sort to the third level, there were still 22 descriptors for "Written
Communication." To describe accurately what the "Written
Communication" subcategory indicated, it was important to sort to
the forth level.
The task of sorting the data varied in difficulty in relation to the
content of the data. The easiest part of the sorting process was
labeling those items that were obviously "Educational Qualifications."
These descriptors stood out from the others and were easily identified.
The "Time Management" category of descriptors provides a good
example of the struggle that went on during some of the sorting
process. "Time Management" started out as a "Skill," became a
"Personal Attribute", .and ended up in the "Professional" theme. The
"Attitude" category is another example of a category that was placed
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more than once. It began as a theme itself, once, but ended up as a
category in the "Personal" theme.
As the writing progressed, new categories would emerge, and
resorting would occur. Sometimes categories would be so similar they
would be combined into a different more encompassing category.
Almost from the beginning, however, the six major themes emerged
and remained consistent throughout the data analysis. These themes
emerged from the data even as it was originally divided into
descriptors.
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CHAPTER IV
RESULTS
The 1,797 responsibilities and characteristics taken from the 69
job descriptions were initially sorted into three groups. These groups
were represented as "before," "during," and "after" employment. The
"before" group described what new professionals are.required to bring
with them to the job. The "before" group contained 389 descriptors.
The group of descriptors in the "before" group are the ones used in
this study. The purpose of this research is to describe the qualities,
experiences, and educational requirements that are sought in
beginning adult 1educators. Since tqose characteristics were isolated
~

in the "before" group_ of descriptors, the focus of the research was
directed toward them., Analysis· of the "before" descriptors revealed six
themes; each with its own set of sub-themes or categories. These six
major themes are "Educational Qualifications", "Experience",
"Knowledge", "Personal Attributes", "Professionalism", and "Skills."
The themes are listed and described in alphabetical order.
Educational Qualifications
As the "before" group of descriptors was sorted, it became
apparent that a group of the descriptors were educational
requirements. A decision was made to separate these educational
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requirements from the rest of the descriptors first. These
requirements stood out because they were evidenced by a certificate,
credential, license,. or degree from an agency or institution. There
were 50 "Educational Qua!ifications" descriptors.
Bachelor's Degree
Twenty-seven of the "Educational Requirements" were
requirements for a Bachelor's Degree. Seven of these twenty-seven
descriptors stated that a Bachelor's Degree or "something else" was
required for the position. That "something else" was either teaching
experience, teaching certification, a Master's Degree, or a specific
stipulation placed on the Bachelor's (e.g. "Bachelor's degree in
rehabilitation related field"). Two descriptors were Bachelor's Degree
and/or teaching certification. Four descriptions offered alternatives to
a Bachelor's degree. One of these alternatives was a teaching
certificate. The other alternative was "any combination equivalent to
bachelor's degree in area of specialty." One job description required
the applicant to be working toward a degree or equivalent in early
childhood education.
Master's Degree
Four job descriptions in this study required or preferred a
minimum of a Master's Degree. One of the jobs required the Master's
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Degree to be in Rehabilitation or Education of the Visually Impaired.
Another required the applicant to have a Master's Degree in
Education. The applicant for the rehabilitation position also had to
have "AER Certification in Rehabilitation Teaching (or related
certification)."
Other Educational Requirements
All educational requirements were not necessarily met on a
college campus. One of the positions required a "high school diploma
or GED and six approved semester hours per year." Another required
"orientation training provided by state." One job description stated,
"Required: Such additional qualifications as the Superintendent of
Board may find appropriate or acceptable."
One job description stated, "Required: Driver's License." This
descriptor was placed in this category, because it is a license issued
by an official governmental agency. It, supposedly, is evidence of a
particular kind of knowledg1,.
.
'
'
Certifications
As the sorting of "Educational Requirements" progressed, I
noticed that several descriptors used the term "Certification." As the
descriptors that called for some sort of certification were grouped
together, I found that most of the required certifications were for that

•

',

I
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of "Teacher." Four types of certification were listed in the descriptors.
Teaching Certification was listed on nine of the job descriptions. Two
of these nine stated, "Preferred: A Valid Kentucky Teachers'
Certificate. One stated, "Required: Kentucky Teaching Certificate."
The other seven were very similar varying only slightly in the wording.
One simply stated "Teaching Certification." Another stated a
preference for elementary or secondary teaching certification. Two job
descriptions stated, "Requirement: Bachelor's Degree and/ or Teacher
Certification." The requirement for a "Reading Specialist"
automatically places that job in this group also, since a Reading
Specialist must be a certified teacher.
The three other certifications mentioned in this study were
specific. A "Reading Specialist Certification" was preferred for one of
the positions. Certification by DAEL as a tutor was required by one
job description. Another job description stated, "Holds a valid
Kentucky professional certificate for Supervision of Instruction."
Experience
When one is applying for a job, much effort and space goes into
the documentation of prior work experiences. Not surprisingly, the
job descriptions in this study listed specific types of experiences that
were sought by employers. Twenty-eight of the job descriptions
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required the person who was beginning in a professional position in
adult education to have had certain types of experiences. Some
employers of professionals in adult education are looking for
applicants who have experience working with low-income families and
with adults. Some employers are looking for new employees who have
worked in the educational and nursing professions previously. Some
of the professional positions in adult education require or prefer
experience as a supervisor.
Teaching
As one would expect, working in the field of adult education was
the most preferred type of experience. Thirteen job descriptions listed
various types of educational experience as preferred or required.
Seven of these thirteen job descriptions specifically stated experience
in the field of"adult education." Two stated the applicant must have
"knowledge or experience in the field of adult literacy." One stated,
"Experience with Adult Education desired but not required." One job
wanted the applicant to have "background in adult instruction."
Another job.description said the applicant needed "experience as an
adult readtng tutor."
Not all the educational experience requirements related to adult
education. One descriptor stated "three years experience in the area
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of assignment." Another job required, "at least two years teaching
experience in elementary or middle school."
In four job descriptions, general teaching experience was stated
as a requirement. The years of experience varied from no designated
amount to "up to five years of experience in education" for another.
Other Types of Experience
· Some employers sought new hires with experience in areas
other than education. Four job descriptions listed a preference for the
new employee to have experience with low-income families. Two of
these job descriptions stated that the applicant needed, "experience or
interest in working with low income families." Another job description
was identical except the words "oi: interest" were not present. One job
. .,
description stated: "Required: Should be able to work with people of
different social economic back-grounds."
One employer stated that nursing experience is beneficial, and
two job descriptions required the new employee to have experience in
a supervisory capacity. One of these stated, "Required: two years
related experience including a minimum of one year in a supervisory
capacity." The other stated, "Has at least three years of experience in
curriculum and instruction in the general field of education,
preferably in a second line authority position."
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Seven job descriptions in this study simply stated that it was
preferred that the applicants have experience working with adults.
The descriptors did not state if th~s experience was educational or
otherwise. Six Job despriptions
spf,cifically
stated, "Preferred:
.
.
'
'

Experience working with adults."
0ne job description stated,
.
'
,·..
;

"Required: Experience working with adults."
Knowledge
One hundred two descriptors related to the kinds of knowledge
a new professional hired in adult education should possess. Many of
the descriptors in this theme began with the words "knowledge of."
Some of the descriptors in this theme were placed here because they
required certain classes at the college level. Some were placed in this
theme because proficiency would be demonstrated through completed
coursework or educational training of some kind. Some were placed
here because the new employee needed to know information or have
"knowledge" in an area. The main categories of this theme are
knowledge of content (19), knowledge of educational material,
methods, and theory (41), general knowledge (3), knowledge oflegal
information (25), knowledge of program (4), and finally knowledge of
special populations (10). This theme was second in size only to the
largest theme,"Skill."
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Knowledge of Content
Content knowledge was grouped into six areas. Some job
descriptions desired the applicant to have knowledge of the "area of
assignment." Two jobs wanted applicants to have document literacy.
Other areas of content were Language, Math, Problem Solving,
Communication, and Reading/ and or Counseling. The applicant
would simply need to supply proof of appropriate course work or
training to meet these job requirements.
Six job descriptions required knowledge of the content in the
area of assignment or in the new hire's field of specialty. Two job
descriptions required the applicant to be able to "demonstrate
proficiency in document literacy through the use of maps, charts,
graphs and forms." Nine job descriptions required knowledge and
proficiency in language skills. Those language skills stated in the
various job descriptions include fiction, nonfiction, technical
materials, grammar, spelling, punctuation, vocabulary, reading,
writing, and grammar. Knowledge of math skills was a requirement
for six job descriptions. Job descriptions requiring math skills used
the various terms such as arithmetic, mathematics, and quantitative
literacy to state the level of math knowledge that was required. Two
descriptors stated that the applicant needed to possess adequate
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content knowledge in communications. These two descriptors
probably could have been grouped with the "communication skills"
descriptors. The reason they were included in this group was because
the descriptors specifically stated the applicant needed "knowledge of'
instead of "skill in" the content area of communication. One job
stated that course work in reading and/ or counseling was desirable.
Knowledge of Educational Materials. Methods. and Theory
All the descriptors requiring knowledge of educational
materials, methods, and theory were grouped together because of
their affiliation with education. There were 41 of this type of
descriptor.
Materials.
Six job descriptions required the new professional to have some
competency in dealing with educational materials. Some of the
various requirements are for "knowledge of current and effective
materials," "knowledge of inservice materials," and competency in
evaluating and selecting instructional materials.
Methods.
Twenty-four job descriptions required some kind of knowledge
of educational methods. Included in this subcategory are concepts
that would be taught in educational methods courses. This was the
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largest group of descriptors in the study at this, the fourth level. Two
of these related to classroom procedures, nine pertained to evaluation
strategies, and fifteen described instructional strategies.
Two jobs required the applicant to have knowledge of classroom
management methods. Two job descriptions requiring "knowledge of
classroom procedures and ·appropriate student conduct" were
identical.
Educational evaluation strategies and methods were addressed
in ten job descriptions. Five of these ten descriptors related to the
ability to observe and detect when students are learning. Examples of
these descriptors are: "Ability to monitor and evaluate student
progress," "Knowledge of measurement and evaluation techniques,"
"proficiency in assessing and monitoring student learning," and
"competency in developing formative evaluation methodologies to
ensure that learning is occurring in the course of instruction." The
ability to "accurately identify various learning styles and possible
learning disabilities" was a descriptor that was included in this
subcategory.
By far the largest subcategory of "Knowledge of Educational
Materials,. Methods, and The.ory" was that of instructional strategies.
Only two categories were subdivided to the fourth level. Fourteen job
•

•

C

'
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descriptions listed this attribute in one form or another. This
characteristic was described in two job descriptions as "Knowledge of
basic instructional methods and techniques." Two other jobs required
"competency in varying instruction to accommodate different learning
styles and disabilities." Two jobs required, "knowledge of methods in
area of specialty." Three job descriptions stated an understanding of
adult education teaching strategies was required. Two employers
were looking for "knowledge to work with adult learners to define
his/her learning needs and to write an individualized learning plan."
Another required, "an excellent understanding of adult education
teaching strategies." The ability to deliver individualized instruction
was a requirement of three jobs. One position simply stated,
"Possesses knowledge of individual instruction program." One job
description required- the-applicant
to have the "flexibility to set aside
-_ .
,,..
•.,.
plans and go with the immediate need of the student." Another job
description stated, "Requirement: Ability to adapt to various student
functional levels and learning paces, and the ability to work amidst
many interruptions and distractions."
Theory.
A large number of job descriptions required the applicant to
have knowledge of educational theory (11). One employer looks for

Profile

82

"educational classes in the applicant's background," another looks for
"educational theory classes," and yet another looks for "training and
development classes." Two descriptors required basic knowledge of
learning theory and another two specifically stated "knowledge of
basic principles,a"f adult learning.'; Two job descriptions required
"knowledge of learning theory applicabl~\o the student group served."
.

.

One job description listed a "knowledge of philosophies" as a
requirement. Finally, three job descriptions in this study required
knowledge of "principles of training."
General Knowledge
Three job descriptions stated that the applicant needed to
demonstrate some form of general knowledge. One employer stated
knowledge of community agencies/ educational institutions as a
requirement of employment. Two others stated that the employee
needed to "demonstrate knowledge of employability skills, job skills
and general life skills."
Knowledge of Legalities
All the descriptors relating to the new professional's knowledge
of program rules, regulations, requirements, restrictions, federal and
state regulations, statutes, guidelines, policies, and laws were
grouped into a category labeled "Knowledge of legalities". New hires in
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many professional positions in adult education were expected to come
to their job aware of the legal restrictions and requirements that
pertain to that position. Twenty-five of the job descriptions stated
that this knowledge of rules and regulations was a responsibility of
the employee. One job description stated specifically that the new
employee should be familiar with and support the guidelines of the
Adults with Disabilities Act. Eleven descriptors required the new hire
to be familiar with the statutes, guidelines, policies, procedures, laws,
rules, regulations, policies, and objectives in their area of
responsibility. These employees are expected to know the policies,
objectives, and requirements of the programs where they are working.
Two descriptors dealt with the knowledge of health and safety
regulations. Two other job descriptions required the new employee to
be legally literate. These descriptors stated that the new employee
must be able "to read, interpret, apply and explain rules, regulations,
policies, and procedures." Two job descriptions required the employee
to have knowledge of "Kentucky Administrative Regulations and other
applic!l,ble laws." Another job description required the employee to
'
..
"

comply with state and·federal regulations. Two descriptors required a
great deal of legal literacy. These two required the employee to
"understand, interpret and assure compliance with federal and state
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laws and regulations." Three requirements dealt with knowledge of
workplace l~~s:: Two of the three jobs that required knowledge of
workplace laws added knowledge of educational law to the descriptors
as well.
Knowledge of the Area of Assignment
Four employers feel the new employee should possess
knowledge of the program where he or she is assigned to work. One
of these specifically stated that the employee should have knowledge
of GED test requirements, another stated that the employee should
have "knowledge of the mechanics of all programs."
Knowledge of Special Populations
It is apparently important to some employers that new
employees have knowledge of people who are part of special
populations. Special populations include: children and parents with
special needs, people with multi-cultural and multi-ethnic
backgrounds, students with learning disabilities, literacy students,
and students with personal and physical barriers to learning. There
were ten descriptors in this category. Two of the job descriptions
specifically stated the applicant needed to possess, "Knowledge of
adult learners including special populations and appropriate
practice." Four out of these ten descriptors dealt with knowledge of
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people from multi-cultural and multi-ethnic backgrounds. Two
specifically stated, "Knowledge of students with special needs, multicultural and multi-ethnic backgrounds." Knowledge of learning
disabilities, literacy, and personal/physical barriers to learning were
each mentioned in one job description. Another position required the
applicant to demonstrate an understanding of the levels of adult
learning at the "pre-literacy, literacy, pre-GED, GED ready, and postGED remedial study" levels.
Personal Attributes
One of the most diverse themes that was discovered in this
study was "Personal Attributes." The descriptors in this theme
contain things that are intrinsically part of the applicant. These
characteristics are not necessarily related to the training a student
would receive for a particular position. Forty job descriptions in this
study addressed the personal characteristics of appearance, attitude,
character, criminal convictions, flexibility, and health.
Appearance
Five job descriptions specifically stated that the new employee
was to dress appropriately. Two of these five required the employee to
also be "clean and neat."
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Personal Attitude
Nineteen descriptors addressed the attitude of the new
employee. Seven of these attitude descriptors demanded a positive
attitude. Four job descriptions simply stated that the new employee
would, "demonstrate a positive attitude." Other positive attitude
descriptors were attached to such things as the school system where
the employee would work, adult students, lifelong learning, and
teaching. Two job descriptions in this study specifically stated that
the employee would "demonstrate a positive attitude toward the
purposes and goals" of the local school district. Another job required
the applicant to "exhibit a positive attitude toward teaching as a
vocation."
Eight attitude descriptors required the new employee to have an
attitude of respect without bias toward people of all groups. These
eight descriptors required the employee
to show sensitivity, tolerance,
.
'
and respect for those who are different in any way. Within this group
of descriptors such differences as gender, race, religion, lifestyles,
ethnicity, special needs, physical, social, and cultural were specifically
listed. Descriptors stated, "Should treat all learners equally and fairly
without discrimination or judgement," "Demonstrates a respect for
people of all groups (gender, race, religion, etc.)," "Flexibility and
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tolerance of different lifestyles are required," and "Ability to relate to a
cross-section of people on a professional basis." Two employers are
looking for a new professional who, "shows sensitivity to individual
physical, social and cultural differences and responds to all learners
in a respectful manner."
The characteristics of patience and empathy were labeled as a
"Personal Attitude." Four jobs required a personal attitude of patience
or empathy. Two job descriptions required the new employee to have
patience. One job simply stated, "patient person." Another stated,
"Requirement: Patience and ability to nurture and motivate students
to develop their educational learning to their optimal level." Two job
descriptions stated that the new employee must have an empathetic
attitude toward the adult student. This was stated in the job
descriptions as, "Empathy for the student who did not get it the first
time around in school," and, "Empathetic toward the adult education
client."
Personal Character
The new employee's character was addressed in five descriptors.
These descriptors demanded such characteristics as consistently
responsible, honesty, credibility, and trustworthiness. One descriptor
stated, "Demonstrates trustworthiness in all communications." Two
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descriptors stated the new hire "must be of good character and moral
behavior." Two more require the employee to "Be consistently
responsible and display an attitude of honesty and credibility."
Lack of Criminal History
It took much deliberation to decide where to put the two
descriptors concerning "Criminal History." They were grouped under
"Professionalism" once, and then under "Legal Knowledge." In the
end, I felt these were "Personal" descriptors. These were placed alone,
into a separate category. Two job descriptions required the new
employee to have "no convictions of a felony or past criminal history."
Flexibility
Flexibility was originally grouped into the "Skill" theme and
then into the "Professional" theme. It finally ended in the "Personal
Attributes" theme after much deliberation. Many things determine a
person's flexibility. Most of those are related to personality and
personal situation. If flexibility is a trait, it cannot be developed-like
a skill. If inflexibility is due to personal situation, it is not related to
the professionalism of the individual. For those reasons, "Flexibility''
was moved to the "Personal Attributes" theme. New professional
employees in adult education are frequently required to be flexible in
their work environment. One job description required that the
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employee must provide his or her own transportation. Another job
required adaptability in the work environment, and two specifically
stated that the new employee needed to be willing to travel and work
at various locations throughout the week. Three job descriptions
stipulated that the new employee must work a flexible schedule,
"since classes are offered at all times of the day and evening."
Health
Two job descriptions required the new professional employee to
be in good health. The employer of these two positions required the
new employee to prove his or her good health through the "completion
of a physical examination."
Professionalism
The word "Professional" was so prevalent in the job descriptions
that all the descriptors containing that word were originally grouped
together in this theme. Once the theme was established, other
characteristics also fell under the umbrella of"Professionalism.".
Forty-four job descriptions in this study required professionalism of
new employees in adult education. The Professionalism theme
seemed to group itself into five categories. These categories are
confidentiality (n=6), ethics (n=S), self-directed (n=S), time
management (n=12), and general professionalism (n=14).
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Professional Confidentiality
The ability to maintain confidentiality was stated specifically on
six job descriptions. Two descriptors clarified confidentiality as
pertaining to clients and other team members. One stated that a
qualification for the job was experience in handling confidential
information. Three job descriptions simply.stated, "Maintains
confidentiality." Two of the descriptors read, "Commitment and
capacity to maintain confidentiality of clients and other team
members."
Professional Ethics
The ethical standard of the professional was addressed on five
job descriptions. Three descriptors simply stated that the employee
"practices professional ethics." One stated that the employee should
"perform in accordance with standards appropriate to the adult
education professional and the Professional Code of Ethics for Adult
Educators." Another descriptor required the employee to uphold and
model "Kentucky's School Personnel Code of Ethics."
Professionalism A:c;1tegory in the "Professionalism" theme had to be created to
.

'•

.

contain all the v~gue r~ferences in the job descriptions to
"Professionalism." Fourteen job descriptions require this vague
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general professionalism. Two of these vague descriptors require the
professional to "show enthusiasm, interest and concern for the total
program and its efficient operation." Four job descriptions require
some form of professional involvement. Optional ways to demonstrate
professional involvement on the various job descriptions include:
interest in national issues, utilization of professional journals, a
commitment to lifelong learning and the betterment of the community
through education, and contribution to the profession through
participation in professional organizations. Eight of the fourteen job
descriptions requiring professionalism do not specify how
professionalism is: d~~o11~frated. These eight descriptions simply
require appropriate professionalism, commitment to quality in all
aspects of adult education, or maintenance of Adult Education
Instructor standards.
Self-Directed
"Self-directed" is another example of a category that grew out of
the descriptors. There were five of these descriptors and they didn't
seem to be related to any other group of descriptors. Thus, a category
was created for these and it was placed in the "Professionalism"
theme. It was surmised that self-direction is a quality of a
professional in any field. The professional attribute of self-direction is
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listed in five of the job descriptions in this study. These job
descriptions state that the employee is to assume and complete duties
with a "minimum of supervision" and is to be a "self-starter."
Professional Time-Management
The ability to man8;~e time w\sely is a professional attribute
contained in twelve job descriptions. Four job descriptions
specifically state that the employee needed to "maintain regular and
punctual attendance." Eight descriptors stated that it was necessary
for the new professional to be able to demonstrate time management
through meeting schedules, time-lines and performing assigned tasks
in a timely manner. Two of these eight jobs also require the ability to
prioritize.
Skills
The largest group of qualifications or attributes that are looked
for in new professional employees in adult education as determined by
this study comes under the theme of "Skills.» The "Skill" categories
are attributes one generally acquires with practice. One hundred
twenty-four skills were listed on the job descriptions used in this
study. A single job description could contain many or only one of
these descriptors. The skills that were required or desired were
subdivided into five subgroups. These groups were communication
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(n=46), interpersonal (n=27), leadership (n=18), organizational (n=l 7),
and technology (n=16).
Communication Skills
According to the job descriptions used in this study,
communication skills were by far the most desired quality in an
employee. Forty-six communication descriptors are listed on job
descriptions. The forty-six descriptors were divided further into
subcategories of effective communication (n=l 1), listening (n=3), oral
(n=20), and written (n=22).
Effective Communication.
This category was created because eight of the eleven effective

communication descriptors simply stated that the employee have
effective, good or excellent communication skills. The others were
close, and were thus included with the descriptors that simply stated
that the employee be able to communicate effectively. One such
descriptor stated that the employee be able to provide "open lines of
communication with others." Another required the employee to
"maintain communication with staff, members of advisory council,
and members of the business community." Another "effective
communication skill" descriptor required the professional to "meet
periodically with staff to resolve issues, communicate developments

.' '
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and assure that all employees understand goals and objectives of
programs."
Communication Through Listening.
The least required communication skill was listening. Five job
descriptions required this skill in one form or another. One stated
that the employee should listen "to personal concerns." Another
described the employee as one who "listens to others, showing interest
in and sensitivity to their ideas, answers, and opinions." Two job
descriptions required the ·ability to demonstrate effective
communication ·skills ·and included listening with oral
communication. ·-· · · ,. - -'" ·
Oral Communication.
Twenty jobs required the ability to communicate effectively
orally. At the third sort level, this group was second only to the skill
of" Written Communication." Group presentation skills, public
speaking skills, and the ability to deliver oral presentations were
required on seven job descriptions. The "knowledge of' oral
communication skills or the "ability to effectively communicate" orally
was stated on eleven job descriptions. One descriptor stated that the
employee must speak "so others can understand," and another stated
he or she must "use correct grammar and pronunciations." One job
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description states, "Individual must possess outstanding oral
communication skills." Four job descriptions are simply looking for
applicants who have the "ability to communicate effectively orally."
Written Communication.
The ability to communicate effectively in writing was by far the
largest group of requirements of any kind at the third level. Twentytwo job descriptions required this skill in at least one form. Four job
descriptions simply stated that the individual must simply possess
"written communication skills." Ten stated that the written
communication skills must be "effective," "proficient," or
"outstanding." These descriptors were not elaborate. They were
straight to the point, and left little leeway for discussion or
elaboration. Examples of these descriptors include: "Individual must
possess outstanding written communication skills," "Ability to
communicate effectively in writing," "Effective writing skills,"
"Demonstrates proficiency in writing skills," and, "Knowledge of
written communication skills."
Eight of the written communication descriptors were more
specific: One required the new employee to have the ability to "write
grant proposals." Seven job descriptions required the knowledge or
ability to "write," "prepare," or "maintain written reports." One job
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description stated the new employee had to have the "ability to
compile and verify data and prepare reports." Another wanted
someone with the "ability to maintain records, and prepare reports in
a professional manner." "The ability to maintain records and prepare
reports," was stated on one job description. One employer was
looking for "knowledge of report writing techniques." "Knowledge of
research methods and report writing techniques," was listed on one
job description as a requirement.
Interpersonal Skills
Strong interpersonal skills seem to be required of many
professionals in adult education in Kentucky. Twenty-seven job
descriptions listed this skill as important in one way or another. The
"Interpersonal Skills" descriptors fell into three main groups: "With
Adults," "Other," and "Team Member."
With Adults.
Employers of professionals in adult education are looking for
employees who can get along with and work well with adults. Positive
interpersonal skills with adults were listed as a qualification on eight
job descriptions. One job description states, "Acts and reacts in a
positive, constructive, and mutually respectful manner when dealing
with others." Another states, "Must be able to establish effective
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working relationships with adult students." Two of these eight
descriptors stated this ability emphatically as a qualification or
requirement. Three descriptors required the "ability to work with" or
the "ability to work effectively with adults." Three more job
descriptions stated that the employee must establish and maintain
working relationships with-others. One descriptor stated the new

,.

employee, "Must tre'~t the students as equals and not talk down to
them."
Other Interpersonal Skills.
Seven interpersonal skills descriptors were extremely general
and simply required "excellent," "positive," or ~knowledge of
interpersonal skills."
Public relations skills were considered part of interpersonal
skills. "Positive public relations skills" were required on two of the job
descriptions in this study.
Self-control and the ability to develop self-esteem were also
considered interpersonal skills in this study. Two job descriptions
required the professional to "consistently display self-control with
parents, students and school personnel." "Self-esteem building skills"
were required of professionals in adult education by two employers.
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Team Member.
Working as a team member was stated as a requirement on six
different job descriptions. Two of the descriptors simply stated,
"commitment to function as a cooperative team member." Another job
description described the employee as one who would, "work as a
team member to get the job done." One job description required the
~

employee to have "skill in team building." Under the "interpersonal
skill" of "team member" are two descriptors that required the "ability
to establish and maintain cooperative and effective working
relationships with others."
Skills as a Leader
A skill that is prized in an employee is leadership. Twenty of
the job descriptions deal with leadership skills. As I was sorting
descriptors, several were in places they just didn't seem to fit. This
category was created because Leadership seemed to be what all those
descriptors had in common. This category was originally in the
"Professional" theme, but after carefully reading the components it
was moved to the "Skill" theme because these descriptors depict
activities that can be learned with skill development and practice.
Two job descriptions required the employee to be able "to provide
technical assistance to the district and school personnel in their area
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of specialty." One job description required the "ability to oversee the
work of committees and task forces." The applicant had to have
"demonstrated evidence of educational leadership" to obtain one of the
jobs in the study. Another job description in this study required
"negotiating skills." Nine job descriptions required the ability to
provide leadership in the adult education program. Four descriptors
required the professional to have the "ability to analyze situations
accurately and adopt an effective course of action." Two job
descriptions require the new employee to have demonstrated the
ability to "evaluate" and "supervise other personnel."
Organizational Skills
The category of "Organizational Skills" encompasses planning,
record keeping, and all job descriptors that require "organizational
skills." Organizational skills were desired on seventeen job
descriptions. Five job descriptions simply stated that the professional
must possess "organizational skills." One job requires these
organizational skills to be "good", another states the organizational
skills must be "outstanding." Four descriptors require the ability to
"organize work."
According to this study, planning is an organizational skill
employers look for in new adult education professionals. Two
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descriptors request knowledge of short and long range planning, but
four simply state the employee must have the ability to plan work. I
considered the ability to keep records to be an organizational skill.
Five jobs require applicants to have the organizational skills to keep
"routine records." Some of the descriptors in this category were
similar to some of the descriptors in the "written communication
skills" category.
Technological Skills
The "Technological Skills" category includes computer skills,
software knowledge, skill in using audiovisual equipment, and generic
descriptors requiring "technology literacy." Sixteen job descriptions
prefer applicants with skills in technology. Ten of these descriptors
simply require or prefer "computer skills" or the "ability to operate a
computer terminal." Three professional positions in this study not
only require computer skills, but also require skill in word-processing
and knowledge of educational software. Two job descriptions prefer
applicants who are "technology literate." Two more require skill in
using audiovisual equipment. The "ability to maintain current
knowledge of technicafadvances" in all programs or in the field are
required for two jobs.
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The 69 job descriptions used in this study had 389 individual
descriptors of qualities, experiences, and educational requirements.
All 389 of these descriptors represented qualities practicing adult
educators look for when hiring new professionals in adult education.
Six themes emerged from these 389 descriptors: "Educational
Qualifications", "Experience", "Knowledge", "Personal Attributes",
"Professionalism", and "Skills." Categories and subcategories of these
themes were created to describe the themes. A thorough analysis of
these themes, categories, and subcategories guided the formation of
several conclusions and recommendations.
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CHAPTERV
CONCLUSIONS AND RECOMMENDATIONS
In an attempt to describe the qualities, experiences, and
educational requirements practicing adult educators look for in
beginning adult educators, this study revealed six themes of employee
characteristics. These themes reveal a profile of new adult education
professionals in Kentucky.

'

Conclusions

After studying 69 joo'·d~s~~iptions, I can confidently conclude
that they vary in form and content, but there are some common
threads. The Department of Adult Education and Literacy can
provide professional development experiences that teach the
knowledge and skills providers of adult education in Kentucky are
seeking in new professionals by being aware of these common
threads. They can also develop credentialing activities that will be
less disruptive to ongoing adult education programs if the
credentialing reflects the characteristics that are currently sought in
new employees. Institutions of Higher Education can accommodate
the needs of the student if the curriculum for professional adult
educators reflects the actual needs of the workplace by becoming
aware of these common threads. Adult education professionals will
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be better prepared for employment and have a better chance of
successfully fulfilling the expectations of their employers if they take
note of the characteristics found in this study to be repeated in job
descriptions. It is my conclusion that there are common threads that
run throughout the job descriptions studied in this research.
Of the 69 job descriptions used in this study, all were for
professional positions of administrators and instructors. Forty-eight
of the job titles were different. Instructors are also referred to as
educators and teachers. Various and sundry descriptions were added
to the titles (e.g. Center Instructor, Instructor I, Instructor, Adult
Education Instructor, Adult Basic Education Instructor, Adult Ed
Instructor, ABE Instructor, GED Instructor, Instructional Team
Member, etc.). Administrators were also called coordinators,
directors, supervisors, and managers. Various descriptions were also
added to these titles. (Center Director, ABE Director, Adult Ed.
Supervisor, Adult Learning Center Coordinator, Director of the
Learning Center, Program Manager, Learning Center Coordinator,
Learning Center Manager, etc.). I conclude that there is very little
consistency in the job titles of professionals employed in Kentucky
Adult Education.
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According to this research, the characteristics employers look
for in new adult education professionals in Kentucky are revealed in
six themes. Each theme became evident because of the descriptors
on job descriptions. The number of descriptors present in each theme
or category determine their importance to employers. The themes
exposed in this study (listed according to the number of descriptors
they contain) are "Skill "(n=126), "Knowledge" (n=104), "Educational
Qualifications" (n=50), "Professionalism" (n=42), "Personal Attributes"
(n=40), and "Experience" (n=27). It is my conclusion that these
themes exist in the job descriptions that were analyzed, and that the
number of descriptors.
. . in .each theme determines their relative
importance to employers. The remainder of my conclusions relate to
these themes.
Employers listed more descriptors related to the themes of
"Skill" and "Knowledge" than any other. Two hundred thirty of the
389 job descriptors were in these two themes. That represents a large
portion (59.1 %) of the descriptors. This is probably true because an
employer might want an employee to have a variety of skills and many
different types of knowledge when beginning a new position. These
become significant when they are repeatedly listed on job
descriptions. The descriptors were placed in these categories because
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they were considered to be a skill that could be developed and
knowledge that could be gained when information is presented. I
believe the descriptors listed in the themes of "knowledge" and "skill"
are significant because they can easily be addressed through a
credentialing process. It is my conclusion that the majority of
descriptors desired by employers of new adult education professionals
are in the themes of"Skill" and "Knowledge."
The "Skill" theme descriptors were the most numerous. When
the six themes were divided into sub themes, the "Skill" theme had
the largest category at the second level. The skill that had more
descriptors than any other was that of"Communication." The
communication skill descriptors numbered 46. That is, 11.8% of all
the descriptors in the entire study relate to communication skills.
"Oral" (n=20) and "Written Communication" (n=22) made up the
majority of the "Communication Skill" descriptors. The only specific
"Written Communication" descriptors relate to the writing of reports.
Because of the large number of descriptors in this category, I
conclude that employers of new professionals in adult education look
for skill in communication more frequently than any other quality.
The second most frequently requested characteristic in this
study is·· in the "Knowledge" theme. The category of "Knowledge of
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Educational Materials, Methods, and Theory'' contained 43
descriptors (11.1 % of the total 389 descriptors in the study). All the
descriptors in this category reflect information that can be learned in
"education" classes. Many of the job descriptions in this study and
many of the states that responded to my inquiry about their
certification require teacher certification. Teacher certification in
many states, Kentucky included, is the only certification available
that addresses the knowledge required in this category. There is just
one problem with this; teacher certification does not address the
materials, methods and theory of adult education. This result
indicates to me that employers would value a credential in adult
education. I thus conclude that employers of new professionals in
adult education in- Kentucky value knowledge of educational
materials, rriethods, and theory second only to skill in
communication.
According to this study, employers seem to highly value
interpersonal skills. The number of descriptors in this category is
second in the huge "Skill" theme. Interpersonal skills are the third
most frequently listed attribute by employers in the job descriptions
used in this study. Twenty-seven descriptors fall into this category.
That is the same number of descriptors as the entire theme of
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"Experience." I conclude that employers of professional adult
educators in Kentucky are looking for applicants with good
interpersonal skills.
Employers seem to want new professionals in adult education
to be knowledgeable of rules, laws, regulations, and policies,
especially those related to their area of assignment. These qualities
are represented in the theme of "Knowledge" and under the category
of "Knowledge of Legalities." Twenty-five descriptors from the job
descriptions used in this study fell into this category. The profile of a
new professional in adult education would not be accurate without
including the characteristics reflected this category. It is my
conclusion that employers of professional adult educators in
Kentucky are looking for applicants with special knowledge relating to
the policies, regulations, rules, and laws associated with the position
for which they are applying.
The theme of "Experience" contained the fewest descriptors.
Twenty-seven job descriptions listed the types of experiences they
prefer an applicant to have had. Only 6.9% of the descriptors in this
study related to the applicant's prior experiences. According to the
job descriptions used for this study, employers of professional adult
educators in Kentucky seek employees who are skilled,
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knowledgeable, educationally qualified, professional, and to have
positive personal attributes more frequently than they seek applicants
with specific experiences. This could be because only one statement
on the job description related to the applicant's experience, and
several statements described needed skills and knowledge. A person
is rather limited to the types of experiences they have. They are
dependent upon employers for the opportunity to work in a specific
· environment, at a specific task, and gain beneficial experiences. An
artificial, expensive way to gain experience is through internships and
practicums. Since grant recipients appear to look for skills and
knowledge more than experience, a credentialing program for
Kentucky, probably should not include a practicum or internship. I
conclude that job descriptions of professional adult educators in
Kentucky address the experience of the applicant less than the
applicant's skill, knowledge, educational qualifications, professional
and personal attributes.
The nine conclusions of this study present a profile of a new
professional in adult education in Kentucky. This profile is reflected
through this study to Adult Education Grant recipients, Kentucky
Department of Adult Education and Literacy, Institutions of Higher
Education, and to new applicants for professional positions.
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Recommendations
The job titles of professional adult educators in Kentucky
should be standardized. These job titles are too numerous and
varied. The degree of responsibility could be addressed though the
use of levels within two job classes of Instructor and Administrator.
The Credentialing Standards Advisory Board has already addressed
this first recommendation. A memo written by Marta Brockmeyer
(May 31, 1996) to the Credentialing Standards Advisory Board
suggests job class tiles (Administrator and Instructor). In her
proposal, the class title of Administrator has four levels for
grandfathered employees and three levels for new hires. The class
title of Instructor has five levels for grandfathered instructors, and
four leyels for new hires. These levels reflect the education,
experience, and certification of the instructor and the administrator
(Brockmeyer, May 31, 1996). The proposal in Ms. Brockmeyer's
memo does not address the amount of responsibility required in the
various administrative and instructional positions. It is my
recommendation of the researcher that each grant recipient determine
the level of responsibility related to each job. The position should
then be assigned a rank in the administrator or instructor class.
There should be minimum educational requirements set for each of
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these positions. Pay increases should be available through
increments, merit pay, advanced training, and further educational
credentialing and degrees. The formation of two job classes
(Instructor and Administrator) with levels set for each job class
reflecting the degree ·of responsibility associated with each position is
recommended.
I further recommend that every level of each job class have a
separate and consistent job description. Every adult education grant
recipient in Kentucky would use these job descriptions. This issue
was also addressed by the Kentucky Credentialing Standards
Advisory Board.
To share a common language and knowledge base, practitioners
must first understand who does what and why. As part of this
shared experience under credentialing, instructors and
administrators must use common job descriptions across the
state. The consultant reviewed hundreds of existing job
descriptions and found little common ground. In general, both
content and formats vary widely (Kentucky Department of Adult
and Literacy Education, June 28, 1996, p. 2).
I recommend that a profile of the requirements and
responsibilities of the instructor and administrator be described in

,
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each level of the job classes, and that these job descriptions be used
by every adult education grant recipient in Kentucky.
Credentialing of adult education professionals in Kentucky is
recommended.
An appropriate certification program, accessible to all
educators, will provide training in innovative instructional
techniques and, at the same time, show political entities that
adult education is capable of addressing the needs of
underemployed adults. Ideally, increased and measurable
professionalization in the field will provide adult education the
needed public funding to make it a viable field for teachers and
a more successful organization to address the demands of
welfare reform and the needs of the twenty-first century
workp_lace.(Green, 1998).
This study document~ the existence of a skill and knowledge
base commonly requ_ired of new professional employees by Kentucky
Adult Education Grant Recipients. The common threads found in the
conclusions document the existence of specific knowledge and skills
recognized by employers to be important.
As a transition, the credentialing should be voluntary for
current employees and required for new hires. Credentialing in adult
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education is an endeavor that is moving slowly everywhere. I feel it
would be more readily accepted if current practitioners where
encouraged to gain certification through pay incentives rather than
required or coerced. New employees, however, would understand
from the beginning that credentialing was required. The
recommendation is that a certification in adult education be
established in Kentucky. The act of credentialing is recognition that
specific knowledge and abilities are required to function in a
particular job most effectively. Cred_entialing would provide
acknowledgemert that adult education is a profession that is
recognized in Kentucky. Where credentialing does not exist, abuse
and problems abound. It is stated so well by Vicki Bauer, Director of
Adult Education, Nebraska Department of Education.
In Nebraska, the state does not require any credentialing for
ABE teachers ... We have very few full-time teaching jobs in
ABE in our state-some teach only a few hours a week; this
many times has an effect on the available pool of teachers.
Many teachers are looking for full-time work ... In Nebraska;
you aren't in ABE for the money (personal communication, April
13, 2000).
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I believe credentialing.of Adult Education in Kentucky would result in
recognition of adult education as a profession. It would standardize
the knowledge and skills new professionals bring to employers. It
would also speak to "political entities."
Adult education needs appropriate funding to attract effective
teachers and provide them with sufficient training to address
student needs, but political entities are hesitant to provide this
funding because, to them, adult education appears ill-defined
and insufficiently professionalized to address these needs.
Increased professional development in the form of credentialing
may provide a way out. (Green, 1998).
Another recommendation of this study is discussed within the
context of the proposal of the Professional Development Committee of
the Credentialing Advisory Board as stated on August 1, 1997. The
proposal establishes a Core Curriculum for credentialing. The
curriculum consists of 15 credit hours focusing on instructional
materials, methods, and theory. The majority of these hours relate to
instructional methods (Professional Development Committee of the
Credentialing Advisory Board, June 19, 1997). My recommendation is
that at least one course be devoted to developing the communication
skills of the new professional. Technical writing and oral
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communication skills should be emphasized. Classes on educational
methods, materials, and theory as they relate to adults should be
included. The core curriculum should dedicate at least one course to
guiding the professional in the development of interpersonal skills. In
addition, the core curriculum should have at least one course that
deals with current regulations and policies in adult education
programs. I agree with the recommendation of the Professional
Development Committee of the Credentialing Advisory Board,
Morehead State University is the only Institution of Higher
Education in Kentucky that provides graduate training in adult
education. Therefore, it will be essential that the training be
delivered in a variety of formats from summer workshops to the
latest in technology. It is hoped that a cooperative relationship
will be -..established
between
Morehead State University and
. ,, ' .
.
other Institutions of Higher Education in the state to enhance
the delivery of services while avoiding program duplication.
This approach could serve as a model of cooperation that was
envisioned by the Higher Education Reform Legislative Session
in May of 1997 (Professional Development Committee of the
Credentialing Advisory Board, June 19, 1997).
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I agree with the Professional Development Committee. Since
Morehead State currently has graduate training in adult education, it
is my recommendation that the faculty of that program in
collaboration with DAEL develop a core curriculum for certification in
adult education. The Department of Adult Education and Literacy
should determine a deliveiy method that is convenient and accessible
by all professional adult educators in Kentucky. The Kentucky
Commonwealth Virtual University (KCVU) should be considered.
Also, DAE could work with the Council of Postsecondaiy Education
(CPE) to develop a "cooperative relationship" between Morehead State
and other institutions of Higher Education as suggested by the
Professional Development Committee. Regardless of the method of
deliveiy, it is my recommendation that a core curriculum be
developed for certification in adult education that reflects the profile of
new professionals in adult education as revealed by this study.
Further research is the final recommendation of this study.
Recommendations for further research include studies similar to this
in other states. Data could be used at a national level for establishing
certification in adult education and for developing uniform job
descriptions. If the current diversity of approaches taken in adult
education, "create an almost ideal laboratoiy for evaluating the
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effectiveness of various policies" (National Center on Adult Literacy,
1994, p. 19), then the current diversity in Kentucky is also a perfect
setting. Further research would document and examine the diversity
in the Kentucky adult education programs. Research collecting and
documenting the policy and procedures that are required knowledge
in various programs would determine the similarities and differences
of these regulations. Such research would create a knowledge base
that would be the core curriculum for certification.
The five recommendations presented here address job titles, job
descriptions, credentialing, core curriculum for credentialing, and
recommendations for further research. All the recommendations
evolved from the conclusions, which in turn evolved from the data
generated as a result of this study.
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Letter to Kentucky Adult Learning Center Grant Recipients
Dear
I am a graduate student working on a research project at Morehead State University,
under the direction of Dr. Joseph Armstrong, Professor of Adult and Higher Education. My
goal is to identify the desirable characteristics, skills, experience, and educational
requirements that administrators look for when hiring entry-level adult educators in Kentucky.
To do this I am collecting the job descriptions for professional, entry-level positions in adult
education.
After speaking with DAEL staff in Frankfort and individuals employed at the Adult
Education Center in Morehead, I have discovered there are no generic job title and
descriptions for professional adult educator positions in Kentucky. There is limited
information available on the desirable job qualifications for entry-level adult educators
because this information has never been collected.
I am requesting job descriptions for the positions of Adult Education Instructor and/or
Program Administrator from you-the adult Education Program Contact for your program.
All data will be kept confidential, and the names of institutions and agencies will not
be associated with the information they provide. Data received will be combined and
examined as a whole. The information will be analyzed to include a listing and tabulation of
percentages of employers desiring various employee attributes. The analysis will begin with
a basic thematic analysis to identify attributes, qualities, experiences and educational
requirements that appear on the job descriptions that are received. A listing of related
attributes and tabulations of frequencies and percentages will be generated.
The information gathered by this research could be useful to anyone who is writing
an adult education grant. It would also help professionals who are preparing programs for
those individuals entering careers in adult education.
Please send these job descriptions to me by March 31, so that I may begin analysis
immediately. The results are intended for my independent research, but I will be glad to send
a copy of the final report to any respondent who requests it.
Sincerely,
Jane Hearn
Rowan Technical College
609 Viking Drive
Morehead, Kentucky 40351
E-mail: rowantech@kih.net
Phone; (606) 783-1538 ext. 340
FAX:
(606) 784-9876
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Second Letter to Kentucky Adult Learning Center Grant Recipients.
Dear _ _ _ _ _ _ __
Recently you received a letter requesting job descriptions for professionals hired at
your Adult Learning Center. For some reason, a response has Qot been received from your
agency. I was just writing again in hopes this livas an oversight and you really do want to be
included in the research. The following is a copy of the original letter. If you have any
questions, please feel free to call or write. Job descriptions received after April 21, 2000 will
not be included in the research. Thanks for your help.
I am a graduate student working on a research project at Morehead State University,
under the direction of Dr. Joseph Armstrong, Professor of Adult and Higher Education. My
goal is to identify the desirable characteristics, skills, experience, and educational
requirements that administrators look for when hiring entry-level adult educators in Kentucky.
To do this I am collecting the job descriptions for professional, entry-level positions in adult
education.
After speaking with DAEL staff in Frankfort and individuals employed at the Adult
Education Center in Morehead, I have discovered there are no generic job title and
descriptions for professional adult educator positions in Kentucky. There is limited
information available on the desirable job qualifications for entry-level adult educators
because this information has never been collected.
·
I am requesting job descriptions for the positions of Adult Education Instructor and/or
Program Administrator from you-the adult Education Program Contact 'for your program.
All data will be kept confidential, and the names of institutions and agencies will not
be associated with the information they provide. Data received will be combined and
examined as a whole. The information will be analyzed to include a listing and tabulation of
percentages of employers desiring various employee attributes. The analysis will begin with
a basic thematic analysis to identify attributes, qualities, experiences and educational
requirements that appear on the job _descriptions that are received. A listing of related
attributes and tabulations of frequencies and percentages will be generated.
The information gathered by this research could be useful to anyone who is writing
an adult education grant It would also help professionals who are preparing programs for
those individuals entering careers in adult education.
The results are intended for my independent research, but I will be glad to send a
copy of the final report to any respondent who requests it
Sincerely,
Jane Hearn
Rowan.Technical College
609 Viking Drive
Morehead, Kentucky 40351
E-mail: rowantech@kih.net
Phone; (606) 783-1538 ext. 340
FAX:
(606) 784-9876
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Letter to Other States
Dear
Do adult educators and/or program administrators in your state have any credentialing
requirements? What do administrators look for when hiring professionals in Adult Education?
I am a graduate student working on a research project at Morehead State University, under
the direction of Dr. Joseph Armstrong, Professor of Adult and Higher Education. My goal is
to identify the qualities, experiences, and educational requirements that practicing adult
educators look for in beginning or novice adult educators in Kentucky. I am obtaining this
information through tabulation of job descriptions used in the Adult Learning Centers in
Kentucky.
I would like to include information from your state in my report. The information you send will
not be calculated but will be used as related information for my study.
Please send any information related to credentialing requirements for Adult Education
Instructors and/or Adult Education Program Administrators in your state. Any other
suggestions concerning related articles and sources of information would be truly
appreciated.
If you desire, I will be glad to send you a copy of my final research report.
Thank you,
Jane Hearn
Rowan Technical college
.609 Viking Drive
Morehead, KY 40351

E-Mail: rowantech@kih.net
Phone: 606-783-1538
FAX:
606-784-9876
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NAEPDC Members Response
State

#

2
3
4

Alaska
DC
Kansas
Missouri

5

New Jersey

6

New Mexico
New York
Pennsylvania
South Dakota

7
8
9
10

Virginia

11

Wyoming

Alabama
2

Delaware

3

Georgia

Requirements

BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.
BAD E-Mail Address.

Did
Did
Did
Did

E-Mail Returned.
E-Mail Returned.
E-Mail Returned.
E-Mail Returned.
E-Mail Returned.
E-Mail Returned.
E-Mail Returned.
E-Mail Returned.
E-mail returned.
E-Mail Returned.
E-Mail Returned.

Not Respond
Not Respond
Not Respond
Not Respond

4

Idaho

5
6

Illinois

Did Not Respond

Indiana

12

Texas

13

Washington

Did Not Respond
Did Not Respond
Did Not Respond
Did Not Respond
Did Not Respond
Did Not Respond
Did Not Respond
Did Not Respond

Colorado

E-Mail Address Not Available

7

Iowa

8
10

Maryland
Nevada
Oklahoma

11

Oregon

9
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NAEPDC Members Response
#

State

Arizona

2

Arkansas

3

California

4

Connecticut

5

Florida

6

Hawaii

7

Kentucky

8

Louisiana

g·

Maine

Requirements

Provisional Certification-(Valid for 3 years and not renewable) Bachelor's Degree
or 3 years experience. Standard Adult Education Certificate-(Valid for 6 years,
renewed with 60 clock hours in professional development. All requirements must
be met) 1. one year teaching experience under Provisional Adult Education
Certificate and 2. Completion of 10 clock hours in a professional development
program since. the issuance of Provisional Certificate.

Required: New Adult Ed Teachers must have a college degree AND a current AR
teaching certificate AND are allowed 4 years to get an AR Adult Ed Endoursement
(certificate). New part-time teachers must have a current AR teaching certificate,
but do not have to get Adult Ed endorsement.

One must have valid CA adult education credential, or elementary, or secondary
education credential pursuing adult education credential. Teacher's credential is not issued by the state dept. of ed. It is issued by the Commission of Teacher
Credentialing.

Requirements: Bachelors degree; successfully pass all three Praxis I Tests OR
obtain a waver because of 1000+ on SAT, OR no less than 22 in English and 19
in math on the ACT, OR Spe,clal Education Class(36 clock hours).

·Part-lime and full-time teachers in adult education can be certified by the local ·
school district. Teachers in the community colleges are not governed by these
statutes or rules. Each college has its own standards.

Hawaii does not have credential/licensure requirements for its adult education
teachers. All administrators of Adult Education programs are licensed. All have
been former teachers and are licensed as school or program administrators.

Bachelor's Degree

Louisiana nRewardsn though funding formula the use of teachers certified in adult
Education. Certification consists of: 3 hours Principles of Adult Education, 3 hour
Practicum, 6 hours in approved and relevant courseware such as workplace
literacy, teaching reading to adults, computer technology, LD in Adults, etc.

Required that Adult Education Directors, Assistant Directors and ABE
coordinators hold Maine Certification for those positions.
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NAEPDC Members Response
#
10

State

Requirements

Massachusetts
No Certification for ABE teachers.
No certification required for Adult Education Administrators, but they must

11

Michigan

maintain continuing education credits. All teachers must be certified to teach in
their subject area. Specific qualities and qualifications are at the pervue of the

local districts.

12

Minnesota

13

Montana

14

Nebraska

15

New Hampshire

16

North Carolina

17

North Dakota

18

Ohio

19

Rhode Island

To be employed as an adult educator under this system, one must have a valid K12 teaching license of any type. There is an ABE License that is an option to the
K-12 license. The state does not require this targeted license, but we recommend
it. The course work for this license is only offered through the U of M- Dr.
Rosemarie Park. ABE primarily delivered through community education programs
in public schools.

No statewide requirements for adult educators. Local programs develop their own
requirements. Most often teaching certificate is required for classroom instruction.
Most adult ed. instructors are specialist in their field of expertise, but certification is
not necessary or even suggested in most areas.

No credentialing required for ABE teachers.

No credentialing requirements for adult education administrators. Bureau of Adult
Education requires teacher (K-12) certification for only one of our three major
delivery systems. Local school districts may choose to hire only certified teachers
for their programs, it is not a requirement Adult High Sc~ools require
certification, but it is routinely waived upon the request of the local school district.

Required: Bachelor's Degree. Looked For: Experience.

No special credential requirement for hiring adult educators or program
administrators. 98% of teachers have elementary or secondary education
degrees and all administrators have education administration credentials.
Not required to have adult education certification. Most, but not all, of Ohio ABLE
teaching staff has educational certification.

No "formaln credentialing requirements for adult educators. However, some
academic preparation in the subject or topic to be taught is necessary as well as
some understanding of the processes to work effectively with adult learners.
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NAEPDC Members Response
#
20

State
Tennessee

Requirements
Masters Degree in Education is required for Adult Education Supervisors .
Teachers must hold a teaching certificate.

Teachers in subjects in the core curriculum must be a state licensed and certified
21

Utah

22

Vermont

teacher. Teachers in ABE and ESL may not be licensed. Credentials for
administrators or directors is typlcally a masters degree or higher and an
administrative endorsement.

No requirements for credentials to teach in Vermont's adult education programs.

23

West Virginia

Teachers must be credentialed by a teacher education program,.OR a Bachelors
degree from an accredited college with an overall "C" average and be issued an
Adult License. Renewal requirements for Adult License: 6 hours of college credit
as well as 30 hours of Professional Development credit every five years.
Approval of specific graduate courses required.

24

Wisconsin

Faculty in Technical College System have certification requirements similar to K12. Faculty funded through CBO's are not required to be certified.
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